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ABSTRACT 

This document presents a comprehensive description of 
the Georgia Career Ladder program. An executive summary is offered 
which provides a brief overview of the program. The introduction 
presents essential information for understanding the mileu in which 
the program was conceptualized and developed. The main body of the 
document describes the program and includes discussions on: (1) the 
purpose of the program; (2) three options for career ladder programs; 
(3) five career ladder levels; (4) transition period provisions; (5) 
compensation; (6) teacher evaluation; and (7) productivity 
assessment. An outline of all the components of the three-year 
professional development plan includes examples of two typical 
productivity assessments, demonstrating how credit points are 
achieved by individual teachers. Further information is provided on: 
(1) extra responsibilities and duties; (2) the group productivity 
supplement program; (3) the local review team and the appeals 
process; (4) summative evaluation of an applicant's performance; (5) 
awards and allocation of career ladder funds; (6) transfers; and (7) 
program evaluation. The appendices offer more detailed descriptions 
of some salient elements of the program. (JD) 
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Preface for ERIC Users 



The Georgia Career Ladder Program represents a blending of interests and 
agendas of educators and the public. The developmental phase of the program 
has been longer than most. This resulted from a recognition by all involved 
that a program as complex as a career ladder for outstanding teachers must be 
carefully developed, tested and phased in if the result is to do more good 
than harm. We have been given the time. 

This document is comprised of several elements, each of which plays a role in 
reader understanding of the Georgia approach . The executive summary is 
designed to give the reader a brief overview. The introduction provides 
essential information for understanding the mi leu in which the program was 
conceptualized ar:d developed. It points out the importance of Appendix 0 and 
the Task Force recommendations contained within the appendix. These 
recommendations, the results of compromise hammered out among dedicated 
individuals from the business community and the education community, 
represented the blueprint for the detailed design of the program. 

The main body of the document. Chapters I - VII and IX - XVII describes the 
teacher career ladder program. Reference is made on page 10 concerning 
program development of career ladders for other professional i^ducation 
personnel. These programs are projected to be phased in as assessment 
instruments are validated and introduced statewide. Chapter VIII briefly 
describes the group bonus concept of the program which was designed to promote 
faculty cooperation. This phase of th'^ program is projected to be implemented 
at an early date. The career ladder for teachers is expected to be phased in 
over a four or five year period with pilot sites already identified for school 
year 1988-89. 



Jess Pat Llliott, Director 
Career Ladder Program 
June 1 , 1988 



THE GEORGIA CAREER LADDER 
FOR 

PUBLIC ELEMENTARY AND SECONDARY SCHOOL PROFESSIONAL PERSONNEL 



The Georgia Career Ladder Program represents the thinking of many 
Georgians— those concerned with the day-to-day education of youth as well as 
thore involved in guiding educational policy at state and local levels. The 
program is a true career ladder that strives to identify excellence and reward 
those outstanding educators both financially and professional ly. It is a 
career enhancement program which provides opportunities for educational 
professionals to: 

- advance in their fields of teaching, service, and leadership. 

receive additional compensation based upon outstanding performance 
and results in their assigned roles, 

- accept additional duties and responsibilities and thereby further 
increase their salaries substantially. 

- assist fellow professionals in improving their on-the-job performance. 

The Georgia Career Ladder Program is designed to provide state direction for 
program outcomes, state funding and program review to support local school 
system program implementation and administration. Local boards of education 
will develop a career ladder program plan and submit it to the State Board of 
Education for approval. An approved plan enables a school system to receive 
Career Ladder state funds. The local program plans, developed in accordance 
with State Board of Education rules and regulations, must be designed with 
significant classroom teacher imput and have staff support. Otherwise the 
intended purposes of the Career Ladder Program will not be achieved. 

Early in the development of the program, the Career Ladder Task Force, 
comprised of prominent educators and business leaders across Georgia, 
identified the following purposes for the program. The proposal is designed: 

- to attract and retain competent teachers in the classroom. 

- to motivate high level performance in assigned professional education 
roles. 

- to promote continued professional development. 

' to recognize and reward superior performance in assigned roles. 

- to provide opportunities for education professionals to experience 
varied responsibilities and to share in the leadership of Improving 
instruction within their respective schools and systems and the state. 



The program seeks to identify outstanding educators who demonstrate sustained 
excellence in their assignments. Evidence of excellence will be required in 
four areas: 

Productivity, as seen in the academic achievement of students. 

Performance, as seen in the educator's on-the-job performance as a 
professional . 

Service, as seen in professional activities that help other 
educators. 

Growth, as seen in ono's own efforts to personally improve as an 
educator. 

An educator will be able to move sequentially through five career lacder 
levels.* Above the second level, the educator will receive additional salary 
and, if not a twelve month employee, will be eligible to extend their contract 
to assume additional responsibilities and/or duties. In order to move beyond 
the second level, an educator must apply to participate in an extensive 
three-year appraisal. Success during the appraisal period will entitle the 
educator to three years of career ladder status. 

The appraisal will be based on a plan of action developed by the educator and 
his/her supervisor. A local Career Ladder Review Team, comprised primarily of 
lellow educators, will monitor the applicant's progress and, at the end of the 
three year appraisal, determine if the evidence of sustained excellence 
warrants career ladder status at the level requested. Career Ladder status 
above the second level is granted for three year periods of time based on the 
prior three year appraisal period. An educator may be in an appraisal period 
for the next higher level at the same time he/she is enjoying the benefits of 
the caree»^ ladder status already earned. Participation in career ladder 
levels above the second level is entirely voluntary. 

State funds will be made available to a local school system for the career 
ladder program on the basis of the school system having a local program plan 
approved by the State Board of Education. The approved plan will govern local 
administration of the program and assure a high degree of program consistency 
across the state. The amount of state funds received will be based on the 
performance of students in the schools and the size of the school system. 
Because the composition of students in schools differs across the state, the 
socio-economic status of each school's student body will be used to set an 
expected performance level for the school system. The difference between 
actual performance end expected performance will affect the amount of funds 
each system will receive. 



^However special provision is made for experienced educators to be able to 
immediately apply for higher levels on a one time basis. 
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The Georgia Career Ladder Program is primarily a state effort designed to 
identify outstanding educators who achieve on a sustained basis and reward 
them as individuals. However, many thoughtful people are concerned that a 
career ladder program may impede faculty collegiality and, thereby, reduce the 
effectiveness of the staff working as a team. Careful design and 
implementation of the Georgia Career Ladder Program should reduce fears of 
competitiveness and should promote a better understanding of the ways in which 
the program will facilitate cooperation. In addition, the group productivity 
component within the program directly rewards cooperation among staff to 
improve instruction and student achievement. This part of the career ladder 
program will reward entire school faculties for student achievement that 
exceeds expectations when the socio-economic characteristics of the student 
body are taken into account. Central office certified staff also may be 
rewarded through this program. Faculties of schools receiving the schoo] 
award which are also in a school system producing outstanding achievement will 
benefit from b'^th awards. 



Amount of Individual Awards for School Faculties 
Producing Outstanding Achievement 



Productivity 
Relation to Expectancy 



Full-Time Certified 
Staff 



Full Time Instructional 
Aides 



Highest 
Next Highest 
Third l-lighest 



$600 
550 
500 



$300 
275 
250 



Amount of Awards to Employees of School 
Systems Producing Outstanding Achievement 

Full Time Central Office Staff $500 
Full Time Certified Staff in Schools 250 
Full Time Instructional Aides in Schools 125 
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INTRODUCTION 



The Georgia Career Ladder Program represents the thinking of many 
Georgians—those concerned with educating Vouth across the state and those 
involved in guiding educational policy at state and local levels. The 
Governor-appointed Education Review Commission, which examined the condition 
of public education and whose recommendations are reflected in QBE, considered 
alternative career ladder approaches and recommended: 

"The adoption and further development of a career development 
plan that reshapes the compensation, training and evaluation 
structure to better recognize, utilize and support teachers ' 
efforts at various stages in their career. These incentives 
should be built on top of a base salary which is professionally 
competitive." 

"It is intended that a professionally competitive base salary 
coupled with career development incentives will provide a 
framework for a balanced and comprehensive system of teacher 
compensation t^at will recognize proficient and productive 
performance of teachers and to reward them for it." 

The Review Commission identified the following purposes for the Georgia Career 
Ladder Program: 

1. Attract talented and academically-able individuals into teaching, 
it has been found that professions which are held in high public 
esteem are also professions for which compensation is provided at a 
significantly higher level than other professions. A 
professionally-competitive, market-sensiti ve salary for teachers is 
needed to provide an image of how valuable the teaching profession 



2. Ensure that individuals who complete an approved program of 
professional development to become teachers enter the profession. 
Over the last decade the number of individuals entering teaching has 
been significantly lower than the number of individuals completing 
teacher preparation. The evidence is that many have been attracted 
to other professions by the lure of professional compensation. 

3. Provide a means for the classroom teacher to earn a salary which is 
competitive with salaries of other professions for which a minimum 
of a bachelor's degree is required for entry into employment. It is 
essential to provide salary enhancements for teachers on a 
systematic basis to keep their compensation competitive with other 
professions and to remove the necessity for teachers to leave the 
classroom in order to obtain higher salaries. 

4. Provide meaningful opportunities for teachers to work with their 
peers in improving and supporting the instructional program. There 
is strong evidence in the literature that teachers most often teach 
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in isolation and are dissuaded from seeking assistance in their 
teaching performance for fear of being termed incompetent. The 
literature further indicates that one of Lhe best ways to improve 
the instructional program and to break this isolation is through 
teachers teaching teachers in a sharing environment. 

5. Provide recognition and rewards for high-level teacher 
performance and student outcomes. The current two-dimensional, 
lock-step salary schedule based upon degrees and years of 
experience is a disincentive to high-level performance. The 
career ladder provides a third dimension which recognizes 
differences in performance and outcomes and rewards teachers who 
do make a difference. 

The General Assembly concurred with the central theme of the tducation Review 
Commission's recommendations and incorporated the Career Ladder Program 
concept into QBE. The law was modified in the 1987 General Assembly session; 
however, its basic direction remained unchanged. The revised law authorized 
and directed the State Board of Education: 

To devise career ladder programs for teachers and other 
professional personnel certificated by the state board which 
provide such personnel who demonstrate above average or 
outstanding competencies relative to their respective positions 
and exhibit above average or outstanding performance in executing 
their assigned responsibilities with salary supplements in 
recognition of such competency and performance. 

Achievement of students beyond the level that is typically 
expected for their ability shall be included in the performance 
criteria for any of the respective personnel categories when 
specified by the state board. The state board shall submit its 
policies and guidelines pertaining to the implementation of career 
ladder programs, along with the recommendations of the career 
ladder task force, to the General Assembly for review prior to 
submitting a request for funds to grant salary supplements under 
this program. The state board shall then grant sufficient funds 
to each local unit of administration to pay the salary supplements 
of all personnel awarded supplements under the career ladder 
programs, subject to appropriation of the General Assembly 
(20-2-213). * 

The State Board of Education appointed the Career Ladder Task Force, called 
for in the original legislation, in the summer of 1985 and it provided the 
State Board of Education with detailed recommendations in June 1986. The 
recommendations as presented to the State Board are found in Appendix D. The 
Task Force recommendations were studied carefully by tne State Department of 
Education and plans for implementation were developed. A draft plan, designed 
to implement the recommendation of the Career Ladder Task Force was developed 
and presented to the State Board of Education and subsequently distributed to 
all schools and other interested parties for review and comment. The 
department continued the development of the personnel evaluation system and 
explored ways to use student achievement as a direct measure of teacher 
productivity in a manner appropriate for the Career Ladder Program as 
recommended by the Career Ladder Task Force Report. 
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In an effort to enhance the state board's options and take full advantage of 
the experience of other state education agencies and school svstems 
department staff carefully explored several basic alternatives including': 

1) Ways to accommodate the concerns of many teachers. 

2) Ways to promote local school system and local board rommitment to 
an effective program. 

3) Ways to enhance the productivity of staff within schools under 
the leadership of the local system based on a strategy/ adequately 
monitored by the State Board of Education. 

The only alternatives considered were those which retained ths key elements of 
the original recommendations reflecting consensus or near unanimous agreement 
within the Career Ladder Task Force. The proposal outlined in this document 
IS one that staff believes will meet the needs of Georgia and be accepted by 
professionals and the public. This proposal seeks to extend the basic QBE 
philosophy of statewide direction setting with local system implementation 
within a rramework of carefully developed outcome specifications and quality 
control. 

Finally t^a proposal contains recommended funding levels for the several 
components of the program. These represent a balance between program purpose 
and budgetary realism. It is believed that the level of funding is obtainable 
with sufficient support for the program in the field. The funding level is 
definately consistant with the expectations of the Governor's Review 
Commission and the Career Ladder Task Force. 
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CARE.ER LADDER PROGRAM TERMINOLOGY 



^PP*"^^^^^ Period - The three-year period in which an applicant is 
assessed based on the established performance standards. During the 
three-year period, the Professional Development Plan contains many of 
the activities required for a sucessful appraisal. 

Career Development Model - The perspective through which teachers will 
be evaluated in order to assess an individual teacher's qualifications 
regarding on-the-job performance. This perspective structures teaching 
as a professional occupation comprised of three roles (instruction, 
classroom management and counseling) and three functions (planning, 
implementation and evaluation). Also this perspective structures 
teaching as a professional career which developes in stages 
(establishment, adaptation and extension). Intensive decision making 
is the essential skill of the professional teacher and unites the roles 
and functions of the profession with the career stfges of the 
individual . 

Career Ladder - The Georgia Career Ladder is a career development 
program for education professionals who chose to advance in their 
fields of teaching, service and leadership and to receive additional 
compensation for outstanding performance and for additional contracted 
responsibilities and duties. 

Career Ladder Applicant - A teacher, instructional leader or other 
certified staff who is eligible to apply for Career Ladder status and 
has made application in accordance with the timetable and rules 
established by the local school system. 

Career Ladder Perf ormance Evaluation - Assessment processes developed 
for use in evaluating on-the-job performance of teachers who apply for 
career ladder status at levels III, IV and V. The term refers to 
processes beyond the scope of the Georgia Personnel Evaluation System, 
which will also be used in determining Career Ladder status 
eligibility. The Performance Evaluation processes will be based on the 
Career Development process which focuses on the roles and functions of 
teaching and the stages of an individual teacher's career development. 

Career — Ladder Points - A means of assessing the performance of 
applicants and the results of their work for Career Ladder appraisal 
purposes. A specified number of points must be earned by an applicant 
for the career ladder. These points are earned in the four Career 
Ladder areas and must be congruent with the applicant's goals as 
identified in the Professional Development Plan. 

Career Ladder Supplement - Additional salary paid to Career Ladder 
status participants in an amount determined by the Career Ladder Level 
earned by the participants. Supplements are usually earned for a 
three-year period. Career ladder supplements are comprised of two 
parts. The incentive award is one part and is a uniform amount for each 
career level. If a career ladder status teacher elects to take on 
extra duties and/or responsibilities then the teacher may also earn 
responsibi lity pay. 
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Career Ladder Teacher •• A career ladder teacher applicant, who has 
successfully completed the three-year appraisal period and is on Level 
III, IV or V of the Career Ladder. A career ladder teacher receives a 
monthly incentive award and may choose to extend his/her duties and 
responsibilities, thereby receiving responsibility pay. 

D;..iension (On the Performance Evaluation Instrument) - The lowest level 
of detail on which a summative rating is determined and recorded for 
personnel evaluation purposes. 

Eligibility (For Caree r Ladder Aporaisan - An applicant must complete 
his/her Professional Development PI .r and earn the required points over 
a three year appraisal period to qualify for career ladder status at a 
supplemented level. Eligibility requirements are found in Section III. 

Eligibility (For Care er Ladder Status) - An applicant must complete 
his/her Professional Development Plan and earn the required points over 
a three year appraisal period to qualify for career ladder status. 
State requirements are found in Section III. 

Extra ResDonsibi liti es/Duties - Duties or responsibilities voluntarily 
assumed by Career Ladder teachers whose primary responsibility remains 
in the classroom. The Career Ladder teacher may be given released time 
for performing certain activities, which include assisting new or at 
risk teachers in improving their classroom instructional skills. 

Georgia Personnel Evaluation Sygtem - a statewide evaluation system 
mandated by QBE and currently under development by the Georgia 
Department of Education. The system is being designed to enable local 
boards of education to determine if the performance of certified staff 
meets the criteria for continued employment and/or eligibility to apply 
for advanced levels of the career ladder. 

Group Productivity Supplement - A supplement earned by certificated 
personnel and instructional aides on the basis of their school or 
school system producing student academic achievement at a level above 
expectation for the school or school system established by the State 
Board of Education. The expectation established by the State Board 
will be based upon the composition of the student body. 

Individual Development Option - A procedure f - extending an appraisal 
period by one year if an applicant fails to ea n the required number nf 
Career Ladder points and meets the criteria described in Section VIII. 



Instructional Leaders - Central system staff and building 

administrators who hold L (Leadership) certificates and are assigned 
instructional leadership duties at least half time. 

Letter of I ntent - A component of the application process in which the 
applicant indicates the Career Ladder level iie or she will work toward. 
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Local Review Team - A formal committee with several c»^itical 
responsibilities for Career Ladder program operations. Th are 
described in Section XL 

Loca I School System Plan - The program plan developed by the local 
school system and -approved by the State Board of Education, The plan 
will govern the development and implementation of thf Career Ladder 
Program within the local school system Approval of tne plan by the 
State Board of Education will entitle the local school board to receive 
its allocation of Career Ladder Funas. 

Mentor Teacher - A Career Ladder level IV or V teacher who assumes the 
responsibilities of assisting and guiding new teachers. The mentor 
teacher takes a direct interest in and contributes to the professional 
development of the beginning teacher. 

Non -Teaching Certified Personnel - Certified personnel who are not 
eligible for either teacher or instructional leader career ladder 
programs. All professionals holding a S (Service) certificate who are 
full time employees of a local school system. 

Peer Coach - A Career Ladder level IV or V teacher who assumes the 
responsibility of assisting other experienced teachers having 
difficulties in one or more areas of teaching. 

Performance Rating - The rating received by an individual in the 
annual Personnel Evaluation System. 

Professional Development Plan - A three-year plan required of all 
career ladder appMcants* The Plan specifies the applicant's goals and 
the activities planned to meet these goals. It is described in Section 
VIII, 

Professio nal Growth - Component of career ladder appraisal process 
dealing with academic and staff development activities. 

Professio nal Growth Units - A measurement unit to convert growth 

activities into Professional Growth points. The Professional growth 

units are based on the time required and nature of the growth 
activity. This process is described in Section VIII, E, 

Professio nal Service - Component of career ladder appraisal process 
dealing with professional activities and responsibilities. 

Professio nal Service Units - A measurement unit to convert professional 
activities into professional service points. The professional service 
unit is based on the time required, difficulty and impact of the 
activity. This process is described in Section VIII, E. 

Released Time - Ihe time a career ladder teacher is released from 
his/her classroom duties in order to assume certain additional 
responsibilities. Criteria for released time are found in Section IX A, 
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Specific Skin Development Plan - The staff development plan required 
Of all personnel with three cr ?nore years experience in their present 
position who have deficiencies identified through their annual 
performance evaluation. The purpose of this plan is the remediation of 
the identified deficiencies. Activities identified within an 
Individual's plan may not be used to qualify for career ladder status. 

$tg<;l?nt Day - The portion of the teacher day in which the students are 
physically present at school. The studsnt day includes the entire 
acedemic day. 

iMcher - Personnel who have the T (Teacher) certificate, are full time 
employees of a local school system and teach at least half time. 

lM£j!ier_Diy - The period of time between the required arrival at school 
and when the employee normally leaves. The teacher day includes the 
entire eight hours per day Included in the 190 day contract year. 

Teacher Performance - Component of Career Ladder dealing with the 
assessment of the classroom performance of the teacher. 

Teacher Productivity - Component of career ladder appraisal process 
dealing with the academic and behavioral performance of students within 
the teacher's classroom. 

The Three-Year Plan - An informal term which refers to the Professional 
Development Plan. 

Transition Period - A one-time opportunity for outstanding staff with 
at least eight years of experience to apply for the upper career ladder 
levels without completing previous levels. It is described in Section 
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PURPOSE OF THE CAREER LADDER PROGRAMS 

The Georgia Career Ladder is a career enhancement program which 
provides opportunities for education professionals to: 

advance in their fields of teaching, service, and leadership. 

receive additional compensation based upon outstanding 
performance in their assigned roles, academic and professional 
leadership, and professional growth. 

accept additional duties and responsibilities and thereby 
substantially increase their salaries. 

assist new and/or struggling teachers in improving their 
on-the--job performance. 

The Georgia Career Ladder Program is designed to provide state 
direction for program outcomes, state funding and program review to 
support local school system program implementation and administration. 
Local boards of education will develop a career ladder program plan and 
submit it to the State Board of Education for approval. School systems 
may choose to collaborate on the portion of the plan dealing with the 
selection of a Review Team and jointly operate a Review Team. 

An approved plan enables a local school system to request its Career 
Ladder allotment of state funds. The local program plans, developed in 
accordance with State Board of Education rules and regulation?, must be 
designed with significant classroom teacher imput and have staff 
support. Otherwise the intended purposes of the Career Ladder Program 
wi 11 not be achieved. 

Adequate tra^n^ng of staff to effectively carry out the processes must 
be assured. The Georgia Education Leadership Academy will assist local 
systems in training activites and in the development of training 
programs of a turn-key nature that will enable any system to do some of 
their own training. 

The Career Ladder Task Force recommended, and the State Board of 
Education strongly supports, the following purposes for the Georgia 
Career Ladder Program. 

to attract and retain competent teachers in the classroom. 

to motivate high level performance in assigned professional 
education roles. 

to promote continued professional development. 



9 



to recognize and reward superior performance in assigned roles 

to provide opportunities for educaUon professionals to 
experience varied responsibilities and to share in the leadership 
of improving instruction within their respective schools and 
systems in the state. 
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THREE CAREER LADDER PROGRAMS 

An individual may participate in only one Career Ladder Program at a 
time. Determination of the appropriate Career Ladder Program will be 
made by the individual and his/her immediate supervisor based upon the 
definitions belovj. 

A. Teacher's Career Ladder Program 

For all personnel who hold the T (Teacher) certificate, or a Life 
equivalent, who are full-time employees of a local school system 
and who teach at least half time. 

B. Instructional Leader's Career Ladder Program 

For all system superintendents; for all central system staff who 
are full time employees and hold the L (Leadership) certificate, 
or ^ Life equivalent, and who are assigned instructional 
leadership duties (e.g. design, implementation and/or evaluation 
of curriculum and instruction, including the evaluation of 
instructional staff) for at least half time; for all school based 
staff who are full time employees and assigned as school 
principals or assistant principals with the L (Leadership) 
cert-^f icate, or a Life equivalent, and are assigned instructional 
leadership duties for at least half time. (Building 
administrators who spend over half of their time in activities 
related to discipline, extracurricular activities, facility and 
support service management, etc., are not eligible for the 
instructional leaders career ladder but are eligible for the 
.Non-Teaching Certified Personnel Career Ladder Program.) 

C- Non-Teachinq Certified Personnel Career Ladder Program 

For all certified personnel who, because of their assignment, are 
not eligible for the other two career ladder programs, including 
general administrators, and all professionals holding the S 
(Service) certificate or Life equivalent. 

The Georgia Career Ladder Program is envisioned for all Certificated 
staff employed by local boards of education with primary 
responsibilities for programs related to the education of the 
kindergarten through twelfth grade students. The cost and complexity 
of the program indicates the need to phase it in over several years. 
The initial program will be made available to classroom teachers K-12 
including teachers of the mentally retarded, behavior disordered, 
severely emotionally handicapped, visual, hearing and speech impaired, 
learning disabled, the multi-handicapped and the gifted students. 
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FIVE CAREER LADDER LEVELS 

Each program described above contains five levels. Levels I and II are 
automatically obtained when the individual meets the requirements 
Requirements for Levels I and II parallel Georgia certification 
requirements. Levels III, IV and V must be applied for and, upon 
successful completion of the appraisal process, result in supplementary 
compensation for three years when certain conditions continue to be 
met. Only full-time, certified employees who are under contract to a 
local Board of Education and whose assignments are directed toward 
instructional and support programs at the K-12 level are eligible to 
apply for career ladder status. Supplements paid to persons not 
covered by the preceding statement must be paid from funds other than 
those received for career ladder program purposes. 

A. Level I 

Level I is automatically assigned to full-time, certified staff 
with less than three years of verified, successful experience as 
an educator, or staff with three or more years experience 
currently employed on the basis of a non-renewable certificate. 

B. Level II 

Level II is automatically assigned to full-time, certified staff 
with at least three years of verified, successful experience as 
an educator, with professional certification in the field{s) of 
his/her assignment, and who has not entered Career Level III IV 
or V. ' ' 

C. Level III 

Level III is assigned to full-time, certified staff who have 
applied for and meet all the requirements for Career Level III. 
The educator must be recommended by the appropriate school system 
review team, based on the review team's assessment of the 
applicant's behavior or accomplishments in each of the following 
areas: 

On-the-job Performance 
Productivity 
Professional Growth 
Professional Service 

The local board of education will make the determination after 
considering the recommendations of the review team and the 
superintendent. In the table entitled, "Career Ladder III 
Requirements," is a summary of the appraisal period requirements 
and what it takes to qualify for Level III supplements. 
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TABLE III 1 
CAREER LADDER III REOUIREMEMTS 



I. Entry RequirQments for th© Appraisal Period 

A. Apply for Career Laddi?r III Appraisal in the manner established 
by the local system program plan. 

B. Receive no rating below satisfactory on the Georgia Personel 
Evaluation System for the school year in which application for 
Career Ladder Appraisal is made. Additional requirements may be 
added when the evaluation system is implemented statewide. 

C. Newly employed teachers possessing the appropriate renewable 
Georgia teacher certificate or equilivant life certificate may 
apply for Career Ladder appraisal during the first 30 days of 
employment, if the teacher has at least one full year of 
successful teaching experience in a Georgia public school as 
evidenced by his/her rating on the Geort,*«4 Personnel Evaluation 
System. 

D. Alewly employed teachers from out-of-state who possess a renewarble 
Georgia teaching certificate may apply for Career Ladder 
appraisal during the first 30 dayj of employment if the teacher 
has at least two full years of successful teaching experience 
outside Georgia within the last three years. Otherwise, an 
employed teacher with experience in another state and none in 
Georgia must complete a year of teaching before the teacher may 
apply for Career Ladder Appraisal. 

11 Requirements Which Must Be Met Early in the Appraisal Period 

A. By October 1 of the first year of the appraisal, have or be fully 
qualified to receive a renewable teaching certificate or 
equivalent life certificate appripriate for the applicant's job 
assignment. 

B. By October 30 in the first year of appraisal, have a three-year 
Professional Development Plan written and agreed upon by the 
applicant, the appl icant ' s supervisor and the Career Ladder 
RevioM Team. 

III. Qualifying for Career Ladder Level III Status 

A. Meet all goals and requirements of an approved Level III 
Three-Year Professional Development Plan, inc luding at least the 
following components: 

1. Meet the Professional Growth requirements by 

a) Having a higher degree in the applicant's area of 
teaching conferred. 
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TABLE III 1 
CAREER LADDER III REQUIREMEMTS 
Contd . 



b) If the appl icant holds a Bachelor' s degree, earn 
fifteen quarter hours of col lege credit or the 
equivalent in staff develooment units. 

c) If the applicant holds a Master's degree, earn nine 
quarter hours of college credit or the equivalent in 
staff development units. 



2. Earn a minimum of 160 points over the three-year appraisal, 
including: 

a) At least 44 points in Teacher Performance 

b) At least 36 points in Professional Service 

c) At least 36 points in Professional Growth 

d) At least 20 points in Teacher Productivity 

8. Tak® the professional knowledge test. 

C. Receive no rating below satisfactory on the Georgia Personnel 
Evaluation System for the three-year appraisal period. 
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Individuals who have qualified for Level III Supplements may 
apply for career ladder status in the subsquent three year period 
at one of the these levels: 

1. Career Level IV, representing movement up the ladder. 

2. Career Lever III, representing no change in level. 

3. Career Level II, representing a decision not to continue on 
a career ladder level providing a supplement. 

0. Level IV 

Level IV is assigned to full-time certified staff who have 
applied for and met all of the requirements for Level IV. The 
educator must have been recommended by the school system review 
team based on the review team's assessment of the applicant's 
behavior and accomplishments in each of the follow areas: 

On-the-job Performance 
Productivity 
Professional Growth 
Professional Service 

When compared to the requirements established for Level III, 
Level IV requirements must indicate a higher performance standard 
in the areas of Performance, Productivity, and Professional 
Service. The local board cf education will make the 
determination after considering the recommendations of the review 
team and the superintendent. Qualification requirements are 
summarized in the table entitled, "Career Ladder IV Requirements". 

Individuals who have qualified for Level IV Supplements may apply 
for career ladder status in the subsquent three year period at 
one of the these levels: 

Career Level representing movement up the ladder. 

Career Level IV, representing no change in level. 

Career Lever III, representing movement to a lower 
level and lower supplement. 

Career Level II, representing a decision not to 
continue on a career ladder level providing a 
supplement. 



1. 
2. 
3. 

4. 



ERIC 



22 



15 



TftBLE III 2 
CftREER LftDDER IV REQI'IREMEIMTS 



I. 



Entry Requirements for the Appraisal Period 



A. Be on Level III of the Career Ladder or a teucher with eight or 
more years ex-jerience who qualifies for transition period 
advancement. 

B. Apply for Career Ladder IV Appraisal i.i the manner established by 
the local system plan. 

C. Receive no ratings below satisfactory on the Georgia Personnel 
Evaluation System for the previous three years. 

D. By October 30 in the first year of the appraisal, have a 
three-year Professional Development Plan written and agreed upon 
by the applicant, the applicant's supervisor and the Career 
Ladder Review Team. 



A. Complete a minimum of three years as a Level III teacher (except 
for teachers who qualify for transition period advancement). 

B. Receive no rating below satisfactory on the Georgia Personnel 
Evaluation System for the three year appraisal period. 

C. Meet all goals and requirements of an approved Level IV Three 
Year Professional Development Plan, including at least the 
following components. 

1. Meet the Professional Growth requirements by 

a) Having a higher degree in the applicant's area of 
teaching conferred . 

b) If the applicant holds a Bachelor's degree, earn 
fifteen quarter hours of college credit or the 
equivalent in staff development units. 

c) If the applicant holds a Master's degree, earn nine 
quarter hours of college credit or the equivalent in 
staff* development units. 

2. Earn a minimum of 240 points over the three year appraisal 
period, including 

a) At least 60 points in Teacher Performance 

b) At least 36 points in Professional Growth 

c) At least 4C points in Professional Service 

d) At least 40 points in Teacher Productivity 



II. 



Qualifying for Career Ladder Level IV Status 
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Level V 



Level V IS assigned to full-time certified staff who have applied 
for and m^t all of the requirements for Level V. The educator 
must have D.-en recommended by the school system review team based 
on the review team's assessment of the applicant's behavior and 
accomplishments in each of the follow areas: 

On-the-job Performance 
Productivity 
Professional Growth 
Professional Service 

When compared to the requirements established for Level IV Level 
V requirements must indicate a higher performance standard'in the 
areas of Performance, Productivity, and Professional Service. 
The local board of education will make the determination after 
considering the recommendations of the review team and the 
superintendent. Qualification requirements are sunwnarized in the 
table entitled, "Career Ladder V Requirements". 

Individuals who have qualified for Level V Supplements may epply 
for career ladder status in the subsquent three year period at 
one of the these levels: 

1. Career Level V, repr<»senting continued participation at the 
top of the Career Ladde.". 

2. Career Level IV, representing movement to a lower level and 
lower supplement. 

3. Career Level III, representing movement to a lower level 
and lower supplement. 

Career Level II, representing a decision not to continue on 
a care2r ladder level providing a supplement. 
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TABLE III 3 
CAREER LADDER V REpUIREMEMTS 



I. Appraisal Poriod Requiremonts 

A. 8q on LqvqI IV of the career ladder or a teacher with fifteen or 
mrQ years experience who qualifies for transition period 
advancement . 

B. Apply for Career Ladder V Appraisal in the manner established by 
the local system plan 

C. Receive no rating below satisfactory on the Georgia Personnel 
Evaluation System. 

0. By October 30 in the first year of the appraisal, have a 
three-year Professional Development Plan written and agreed upon 
by the applicant, the applicant* s supervisor and the Career 
Ladder Review Team. 

II. Qualifying for Career Ladder Level V Status 

A. Complete a minimum of three years az a Level IV teacher (except 
for teachers who qualify for transition period advancement). 

B. Receive no rating below satisfactory on the Georgia Personnel 
Evaluation System for the thrae year appraisal period. 

C. Meet all goals and requirements of an approved Level V Three Year 
Development Plan, including at least the following components 

1. Meet the Professional Growth requirements by 

a) Having a higher degree xn the applicant's area of 
teaching conferred. 

b) If the applicant holds a Bachelor's degree, earn 
fifteen quarter hours of college credit or the 
equivalent in staff development units. 

c) If the applicant holds a Master's degree, earn nine 
quarter hours of college credit or the equivalent in 
staff development units. 

2. Earn a minimum of 320 points over the three year appraisal 
period, including 

a) At least 76 points in Teacher Performance 

b) At least 36 points in Professional Growth 

c) At least 60 points in Professional Service 

d) At least 60 points in Teacher Productivity 
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TRANSiflON PERIOD 

Many outstanding staff are well into the middle years of V. ^ir career 
and will not be able to benefit from the higher ^levels of the career 
ladder before they retire if the normal eleven-year-advancement cycle 
pertains. 1o address this problem, a school system plan may 
incorporate special provisions for outstanding staff who have at least 
eight years of successful experience (see C and 0 below). 

A. All personnel with three years of successful experience as a 
certified professional will be placed on Level II of the 
appropriate Career Ladder, effective the first year of Career 
Ladder implementation. 

B. Three school years later, the above personnel may achieve Career 
Level III status, provided he/she has submitted and successfully 
carried out an approved Three-Year Professional Development Plan 
and met all the other requirements for Career Level III. 

C. At the beginning of the fourth year of the program only , all 
certified personnel who have at least fifteen years' professional 
school experience, with the last five years in their present area 
(teaching, non-teaching certified, instructional leader), may 
attain Career Level IV or V. Such awards shall be based upon the 
applicant having submitted a Three-Year Professional Development 
Plan for the appropriate level by April 30 of the year preceding 
the first year of implementation and having met a'l other 
requirements for Career Level IV or V. 

). At the beginning of ':?e fifth year of the program only , all 
certified personnel who have at least eight years' professional 
school experience, with the last five years in their present area 
(teaching, non-teaching certified, instructional leader), may 
attain Career Level IV. Such awards shall be based, in part, 
upon submitting a Letter of Intent and a Ihree-Year Professional 
Development Plan for Career Level IV by April 30 of the second 
year of the Career Ladder implementation and having met all 
requirements of that program. 

For an additional year on Career Level III, an individual with 
eight to fourteen years of experience may apply for Career Level 
III at the time the program is imple.nented and be placed on Level 
III after the third year. By application on the above transition 
route for Level IV at the beginning of the second year, the 
individual may move to Level IV after one year on Level III. 

Eligible personnel who do not choose to take advantage of these 
transition period procedures the year they are offered will be 
required to begin by qualifying for Career Level III, if they 
later decide to apply for advancement on the Career Ladder. 
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V. CAREtR LADDER STATUS TLACHLR COMPENSATION 

After the successful completion of a three-year appraisal period, the 
individual is provided several alternatives for contract periods during 
the three years he/she has career ladder status. The alternatives 
represent differing levels of effort and responsibility. The teacher 
may; 

elect to continue teaching with no change in the type of 
assignment and responsibilities. 

elect to assume additional responsibilities during the regular 
school year (e.g. serve as a mentor for beginning teachers or 
assist at-risk teachers in improving their performance). 

elect to assume additional responsibilities and greater work load 
during and beyond the regular school year (e.g. teach at-risk 
students outside regular class time, coordinate a major 
curriculum development activity). 

elect to assume a greater work load beyond the school year (e.g. 
teach students outside the regular school year, develop 
curricular materials) . 

The teacher is free to select the first of these options without regard 
to the needs of the school system. The other options will involve the 
teacher and his/her supervisor developing a scope of work that meets 
the needs of tht school system as well as the needs of the career 
ladder teacher. Final approval of the scope an*J nature of work and the 
contract is the responsibility of the local board and superintendent, 
in accordance with procedures contained in the approved local system 
career ladder program plan. 

The maximum supplement a career ladder teacher at Level V may receive 
will approximate the difference between the typical experienced 
teachers salary and the typical salary of senior professionals in a 
group of professions which have equivalent entry requirements to 
education.* The table on the next page contains the basic elements of 
the Career Ladder Program, including the salary ranges at each level 
based on the 1987-88 state minimum salary schedule and the typical 
salary of the senior professionals in fields with equivalent entry 



*Employees with master', degrees at the top experience step will receive 
compensation comparable to that of senior managers in the private sector. 
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The annual survey for senior managers will include 



Attorney 

Accountant 

Budget Analyst 

Geologist 

Cost Accountant 

Data Processor 



Internal Auditor 
Systems Analyst 
Economic/ 

Financial Analyst 
Credit 

Representative 
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Chemist 

Traffic Rate Analyst 
Software Programmer 
Applications Programrner 
Tax Accountant 
Technical Librarian 
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TABLE V I 

THE BASIC ELEMENTS OF THE ChREER LADDER rROGRAM 



, ( txrucn I c 

THE CAREER LAOOER PROGRAM COMPENSAriOW SALARY RAWCiE ^ 



C 
A 
R 
E 
E 
R 

L 
A 
0 
0 
E 
R 

L 
E 
V 
E 
L 



Tttachttr Instructional 
Leval I Leader 
Lavfl I 



Ttacher instructional 
Lttv/ttl II Loader 
Lttval II 



Teacher Instructional 
Level III Leader 

Level III 



Teacher 
Level IV 



Instructional 
Leader 
Level IV 



Teacher 
Level V 



Instructional 
Leader 
Level V 



l\lo(V-Teaching 
Certified 
Personnel 
Level I 

Non-'^eaching 
Certified 
Personnel 
Level II 

Non-Teaching 
Certified 
Personnel 
Level III 



Non-Teaching 
Certified 
Personnel 
Level IV 



Non-Teaching 
Certified 
Personnel 
Level V 



Regular 
Salary ; 
No 

Supplement 

Regular 
Salary; 
No 

Supplement 

Regular 

Salary; 
Incentive 

Award; 
Responsibility 

PayX>* 



Regular 

Salary; 
Incentive 

AuMird; 
Responsibility 

Pay^H^ 



Regular 

Salary ; 
Incentive 

Award; 
Responsibility 

Pay^ 



$16,3b2 
to 



to 
$33,462 



$21,bOO 

tc 
$39,944 



$24,Q6S 

to 
$44,660 



$2/, 429 

to 
$49,376 



^ All salaries are based on the School Year 198/-8 slate minimum salary schedule. 
At Level 1, the salary rantje reflects the entry level pay based on BT-4 certificate 
and the second step based on BT-b certificate. At Level II the salary range 
reflects the third step b<iSQd on a r-4 certificate and the L4 step based on the T-"/ 
certificate. At Level III, the salary at the low end of the range is based on the 
fourth step of the r-4 certificate. The high end of the range at Levels III, IV 
e^nd V is based on f% L4 step of the T-7 certificate and additional work at the 
maximum number of day» provided for at each level. The low end of the range for 
Level IV is based on tf^^ seventh step of the r-4 certificate and a contract period 
of 190 days. ' The low end of the range for Level V is based on the L2 step of the 
T-4 certificate. 

^^A teacher at Career Ladder Levels III, IV and V may negotiate up to an additional 
10 days into his/her regular school year contract by taking on extra 
responsibilities and duties during the school year. In addition, a Level 111 
toacher may negotiate up to ten more days during the summer into his/her contract 
by taking on extra duties during the summer. A level IV teacher may negotiate 
twenty more days and a Level V teacher may negotiate 30 more days. 
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requirements to education. with the implementation of the Career 
Ladder Program, the State Board of Education will annually conduct a 
study of the 3alary differences to estimate the appropriate amount of 
the Career Ladder Level V supplement for the upcoming school year. 
This amount will be the basis for the appropriation request. 

In November, 1987, the analysis of '.'.zrch 1987 salaries was undertaken 
and the supplement amount for a Level V teacher with a 230 day contract 
would be approximately $14,500. Almost half of the amount would result 
from the teacher being employed the additional 40 days. The remainder 
would result from the supplement linked directly to the 190 regular 
term contract. A classroom teacher with a T-5 certificate on the L4 
step who worked a 230 day contract period would earn a salary equal to 
the typical 12 month salary for a mid-career non-educator. A Level V 
teacher with a lower position on the regular salary schedule would earn 
somewhat less. 

Career Ladder teachers at Level III and IV would not be able to 
increase their salaries as much as a Level V teacher may. However, a 
Level III teacher may earn a supplement as high as $5,768. At a 
minimum, a Level III teacher would receive an additional $2,250. A 
supplement of that amount is based on no expansion of the teacher's 
duties. The upper and lower bounds of career ladder supplements that 
may be enjoyed by teachers at each career ladder level can be 
determined by comparing the salary range for Level II teachers, the 
fully professional teachers receiving no career ladder supplement,' with 
Level III, IV and V salaries. The salary information is contained in 
the preceeding table. 
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VK THE ROLE OF THE ANNUAL PERFORMANCE EVALUATION 
Georgia Personnel Evaluation System 

The Georgia Personnel Evaluation System is currently under 
development by the Office of Evaluation and Personnel 
Development. The system is being designed to enable local boards 
of education to determine whether the performance of certified 
staff meets the criteria for continued employment and eligibility 
to apply for Level III, IV and V of the Georgia Career Ladder 
Program. The developers are also investigating other performance 
assessment that may be used in addition to the statewide 
evaluation system. The Office of Evaluation and Personnel 
Development will design instruments and processes to be used to 
validly determine performance levels qualifying applicants for 
the upper levels of Career Ladder. 

The performance assessments resulting from the Georgia Personnel 
Evaluation System are essential to the successful implementation 
of the Georgia Career Ladder program. As the only statewide 
system in Georgia for assessing personnel performance, it will 
play a central role in identifying educators eligible for Career 
Ladder Levels III, IV and V. It will also be used to assure 
continued satisfactory performance during the three years of 
compensation after being awarded career ladder status. 

The following requirements can be identified for this stage of 
development on the Georgia Personnel Evaluation System: 

1. In order to initially apply or reapply to enter Level III 
of the Career Ladder, a participant must receive a 
satisfactory rating on the evaluation instrument for the 
year preceeding application to Career Ladder Level III. 

2. An applicant for any level of the Career Ladder cbove Level 
II must receive a satisfactory rating on the "Duties and 
Responsibil ities" component of the evaluation process 
during each year he/she is being appraised. 

3. An applicant must receive a rating on the Georgia Personnel 
Evaluation "System each year of the appraisal period that 
signifies above average or outstanding performance as 
required by law. 

4- If a participant falls below the required performance 
rating established for his/her Career Ladder Level for one 
of the three apprai sa 1 years , the parti ci pant may be 
provided an avenue through which a marginal performance 
rating may be adjusted. The local school system may have a 
process for permitting participants to eliminate a single 
year of margina 1 performance i f that process i s 
incorporated into the local system plan and it is made 
equally available to all potential users. 
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5. If the participant falls below the required performance for 
two of the three years of the assessment period, he/she 
must be lowered one level on the Career Ladder at the end 
of the three year cycle. 

6. All staff observing career ladder participants as part of 
the appraisal process must receive the required training 
through the Georgia Education Leadership Academy or a 
training program approved by the Academy. 

B. Career Development Assessment 

Additional assessment may be necessary to supplement the Georgia 
Teacher Evaluation System data. The supplemental assessment will 
flow from developmental work currently underw?^ to identify the 
attributes of the outstanding teacher and to use those 
attributes, when widely accepted as appropriate, as a source of 
criteria for assessment. 

Teachers and administrators in Arizona have been engaged in 
developing pilot career ladder programs. The teachers in Arizona 
have developed a framework for examining the role of the teacher 
which shows promise in career ladder personnel assessment in 
Arizona and may be equally appropriate in Georgia. The framework 
identifies three roles of teaching that are widely acknowledged 
to exist. The teacher is recognized to engage in activities in 
the roles of: 

instructor 

classroom manager, and 
counselor. 

In the Arizona proposal* these roles are placed in a societal 
context and described in the following manner: 

"Teacher responsibilities can be defined in terms of 
the (a) purposes or outcomes that they are expected 
to achieve and (b) the general steps or processes 
they follow in carrying out their work. There is, 
however, no general agreement on the purposes that 
teachers are meant to serve; for example, the 
outcomes they are expected to achieve, the steps 
they either do or should follow, or how best to 
characterize the wide variety of specific things 
that teachers do. 



AEA Teaclier Compensation Task Force. Career Development System: A Proposal 
to Attract. Retain, and Motivate Quality Educators and to Increase Student 
Performan ce in the State of Arizona , February 1986. 72 pages. 
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The situations teachers face vary widely and 
unpredictably, largely as a consequence of the 
nature of their work. 

Teaching involves intensive and extensive 
interaction with large numbers of people, 
particularly students, and the needs and abi lities 
of their students themselves vary and are constantly 
changing. 

Teachers are expected to promote equality and 
excellence, teach specific bodies of subject matter 
and promote acquisition of learning and ski 1 Is. 
They also must respond to individualize students' 
particular needs, foster independence and 
creativity, and 'maintain standards' and 
discipline. As a consequence, their relationship 
with students is sometimes that of manager to 
subordinates, sometimes that of counselor to 
clients, and sometimes that of artist to 'canvas': 
they work over, with, for and 'on' their students, 
sometimes as individuals and sometimes as a group. 

The instructional role encompasses those ski lis 
needed to determine, implement, and evaluate subject 
area goals, objectives and processes used in helping 
students acquire certain knowledge and skills. 

Instruction could include such activities as 
formulating goals and activities, selecting material 
and equipment, identifying school and community 
resources (parental involvement) , keeping records, 
budgeting, speaking, listening, corwnunicating, 
observing and writing tests. 

Classroom Management is defined as those ski 1 Is 
needed to organize and direct student activity. 

Classroom Management could include such activities 
as formulating standards for student behavior, 
developing classroom routines and procedures, and 
identifying resources. 

Counseling focuses on those skills used in meeting 
individual and group academic needs and motivational 
techniques. 

Counseling could include such activities as 
formulating strategies for developing and 
understanding of the dignity and worth of self and 
other peop le and developing strategies for 
interact. on among students." 
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In addition to the three roles of teaching, the Arizona teachers 
identified three teaching functions: 

Planning , which involves the design and selection of 
instructional or other processes to be used to achieve 
instructional or other purposes. 

Implementation , which involves actually carrying out the 
plan in an effort to achieve its results. 

Evaluation , which involves the review of the original plans 
and implementation to determine the degree of success. The 
functions are present in each of the roles. 

Therefore, the framework can been represented by the two 
dimensional chart which follows: 

Basic Career Developaenc Framework 



Decision- 
Making 

Roles 


Dedsion-fUking Functions 


Planning 


Impltmentation 


! Evaluation 

i 


Insemccion 


Inscruccional 

Planning 

Skills 


Instructional 

Implementation 

Skills 


Instructional 

Evaluation 

Skills 


Classrooa 
ManageMne 


Management 

Planning 
Skills 


inagement 
Implementation 
Skills 


Hanagetune 

Evaluation 
Skills 


Counseling 


Counseling 

Planning 

Skills 


Counseling 

Implementation 

Skills 

1 


Counseling 
Evaluation 

Skills 



This framework clearly communicates that decision-making is the 
primary teaching skill. In the final analysis outstanding 
teachers understand that they must constantly make informed 
decisions, recognizing the direct consequences those decisions 
have on others, especially students. Outstanding teachers knowor 
recognize their decision making-responsibilities. They are also 
adept in making appropriate decisions. It is likely that their 
success results from the following broad characteristics. 
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The Outstanding Teacher: 

- is knowledgeable. 

- respects self and others. 

- appreciates learning, thinking, and conimunicatinq. 

- demonstrates values. 

- facilitates successful learning, 
recognizes and accepts change and ambiguity. 

- serves as a model of an educated person. 

- participates in the profession. 

- seeks to grow as a professional. 

- understands the r'^le of schooling in American society. 

- makes conscious decisions about his/her own teaching 
behavior. 

The Arizona teachers added a third dimension to their framework 
as they described their proposal. They pointed out that the: 

- "roles and functions of teaching remain 
constant over time. The style of 
decision-making changes. This change in form 
is called development, and development is 
viewed as it occurs along the continuum marked 
by three stages called establishment , 
adaptation . and extension . These stages 
provide, then, three developmental levels. 

- The existence of three different levels seems 
fair and reasonable, for one would not expect 
a beginning teacher to perform at the same 
developmental level established for the 
experienced teacher. 

- Each stage of decision-makimj can be used to 
describe three successive levels of career 
development. The levels are portrayed in the 
fol lowing chart. 

Stages of Career Development 
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Each stage is marked by a form of decision-making: 

- Upon entry into the profession, teachers make 
decisions about how to establish their basic 
knowledge and skills in practice. 

- As teachers gain experience, they make decisions 
about how to adapt their basic knowledge and skills 
to changing teaching situations through variation and 
integration. 

- In time, teachers acquire decision-making powers that 
enable them to extend their knowledge and skills, 
leadership and innovation. 

It is apparent, then, that the development of skills 
by a teacher is a career-long process, the 
progression of ski Ms during practice of the 
profession. Our focus has been on the teaching 
profession for which one is explicitly trained and in 
which one works with some expectation or hope of 
permanency; that is one who trains to become a 
teacher and enters the field does so with the belief 
that a lifetime practice is possible given competent 
application of knowledge and skill. 

The definition of career development clearly implies 
active promotion of teaching ski lis; that is, 
teachers make a conscious effort tc further thei r 
ski lis, to bring into play more powerful ways of 
practicing their profession," 

Career Development appraisal provides an annual means to recognize 
professional growth stages as part of the Georgia career ladder 
appraisal process. In Arizona the profession is exploring 
specific ways to assess individual*- status with respect to the 
growth stages. We should follow their lead. 
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VII. INDIVIDUAL PRODUCTIVITY 

Measures of student achievement mu'Jt be an essential part of the 
qualification requirements for entry into Career Ladder Level III, IV or 



A. Productivity Assessment for Classroom Teachers 

Applicants for level III, 17, and V in the teacher career ladder 
program must be able to document significant student performance 
Tor at least two of the three years of the appraisal period. The 
method of documenting significant student performance within the 
teacher's classroom will be determined jointly by the teacher and 
his or her supervisor. Final authority rests with the Career 
Ladder Review Team as set forth in the local system program plan. 
The teaching assignments of classroom teachers vary significantly 
across school systems and even within the same school. Because of 
that diversity, substantial discretion must remain with the 
applicant and supervisor concerning the specific details of a 
proposed method to document significant student performance. The 
Georgia Educaton Leadership Academy will provide training on 
appropriate and effective methods of assessing teacher 
productivity. More detail about productivity assessment is found 
in Section VIII, Three-Year Professional Development Plan (see 
VIII. A. 4. ). 

The school system must establish an effective process to enable the 
Comprehensive Evaluation (state standards) Review Team to assess 
the degree to which the productivity assessments are carried out as 
approved and represent bona fide documentation of outstanding 
productivity as intended by the General Assembly. 

The assessment of teacher productivity must be based on the 
following types of objective information: 

Published or locally-developed tests which measure student 
academic progress in the subject(s) taught by the teacher. 

Student productivity resulting from instruction such as art 
objects, rebuilt auto transmissions, formal papers or other 
documents on topics relevant to the course. 

Student demonstration of personal skills. 

Student progress in areas specified by the student's lEP. 

Classroom-wide evidence showing the reduction in identified 
problems; such as, reduction in disciplinary problems by 
students with a history of such problems, or an increase in 
attendance among students with a history of attendance 
problems. 
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The teacher and supervisor should cooperatively develop an approach 
appropriate for that teacher's classroom assignments. As a result 
of successful development, a written description of how student 
performance will be assessed and specific standards for determining 
success must be included. The teacher and supervisor must formally 
agree to the method and the standards of success. The 
documentation for this agreement must be in a form sanctioned by 
the school system and appropriate for use by the career ladder 
review team in its identified role. 

The process developed by the local school system must incorporate 
the following processes and principles. 

1. The applicant and supervisor must focus on documenting results 
that represent educationally significant outcomes with regard 
to the teacher's students. 

2. The school system may make allowances for teachers who are 
assigned to a variety of different courses during the school 
day. The school system plan may provide the supervisor with 
the option of obtaining evidence of productivity from three of 
the courses if the teacher's assignment requires four or five 
separate preparations each day. The supervisor must select 
the three courses that he or she determines are most 
representative cf the teacher's overall assignment. 

3. If the teacher's assignment changes semester by semester or 
quarter by quarter, the collection of evidence must cover at 
least two semesters or two quarters of the academic year. 

4. The school system must make provision for monitoring the 
measurement activities when appropriate. 

5. When teachers are assigned in a team teaching setting any 
productivity assessment developed for those conditions must 
look at the productivity of the team. The members of that 
team will all be treated as if each made an equal contribution 
to the documented results. 

6. The supervisor must be able to knowledgably certify that the 
measurement activities were undertaken as planned. 

7. Supervisors must be trained to assist career ladder applicants 
in the development of productivity assessments through 
training programs provided or endorsed by the Georgia 
Education Leadership Academy. 
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B. Productivity for N on-Teaching Certified Personnel 

Applicants for Level III, iv and V must be able to document 
significant student performance for at least two of the three years 
of the appraisal period. The method of documenting significant 
performance will be determined jointly by the applicant and his or 
her supervisor. Final authority rests with the Career Ladder 
Review Team as set forth in the local system plan. Because of the 
diversity of assignments of non-teaching certified personnel, the 
documentation of outstanding productivity of these personnel must 
be designed for the specific job description and job setting. 
Guidelines for this task and specific criteria which must be met 
will be established by the State Board and incorporated in the 
training methods that will be available at the time the program is 
implemented. 

C. Productivity for Instructional Leaders 

Productivity assessment for career ladder participants in the 
Instructional Leaders career ladder program must address overall 
student achievement in the school system or school. The 
achievement data used to measure group productivity of school 
systems and schools must be incorporated into the local system 
process for assessing the productivity of instructional leaders 
seeking Career Ladder Level III, IV or V. The group productivity 
component is described in Section X of this program description. 

Instructional leaders applying for Level III, IV and V must be able 
to document significant student performance for at least two of the 
three years of the appraisal period. The method of documenting 
significant performance will be determined jointly by the applicant 
and his or her supervisor. Final authority rests with the Career 
Ladder Review Team as set forth in the local system program plan. 
Because of the diversity of assignments of leadership personnel, 
the documentation of outstanding productivity of these personnel 
must be designed for the specific job description and job setting. 
Guidelines for this task and specific criteria which must be met 
will be established by the State Board and incorporated in the 
training methods that will be available at the time the program is 
implemented. 



ERIC 



3C 



31 



VIII. IHRtE-YEAR PROFESSIONAL DEVELOPMENT PLAN 

A Three-Year Professional Development Plan is required of applicants 
seeking to enter or to maintain Career Level III, IV or V, In order to 
apply for Levels III through V of the Georgia Career Ladder, an 
educator must be a certified full-time employee of a Georgia school 
system and have received a satisfactory rating on the Georgia Personnel 
Evaluation System during the preceding year. All items on the Georgia 
Teacher Duties and Responsibilities Instrument (a component of the 
Georgia Personnel Evaluation System) must be rated as acceptable. 

Plans should be brief documents which provide an adequate basis for the 
applicant and supervisor to reach ar aement on goals and the means of 
attaining them, and for the Career Ladder Review Team to carry out its 
responsibility as described in the local system's Career Ladder Program 
Plan. The applicant should develop the initial plan taking his/her 
professional needs and the needs of his/her students into 
consideration. The applicant should discuss the initial plan with 
his/her supervisor to assure that school and system needs, where 
appropriate, are adequately considered in the plan. Finally, they need 
to be sure that planned activities are consonant with the agreed-upon 
goals. The specific approval process used by a school system must be 
identified in the local system plan and must meet the following 
criteria. 

An individual's three-year professional development plan must 
reflect and identify the needs of the applicant as indicated by 
prior evaluations resulting from the annual evaluation process 
and the career development process. 

The plan must reflect growth areas based on the needs of the 
students within the classroom, the teacher's professional plans 
within his/her Career Ladder, and the needs of the school/school 
system. 

The plan, in order to be approved, must have been accepted by the 
applicant and his/her supervisor. 

The plan must contain sufficient detail so that the Review Team 
may: 

1) review and approve the plan developed by the applicant and 
his/her supervisor, 

2) Assess the applicant's performapxe and determine if the 
plan was adequately met, and 

3) carry out its other responsibilities as specified in the 
local system's program plan. 

The plan must be organized in such a way and retained in a form 
that will permit review by the comprehensive evaluation* team 
which will review the school system's overall performance every 
four years. 



*The state school standards process mandated by QBE 
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Components of a Plan 

The Three-Year Professional Development Plan must contain at 
least the following components. Additional components, necessary 
to the implementation of an approved local system Career Ladder 
Program Plan may be required on the basis of thft Program Plan. 

1 • Profession al needs and goals that relate to the applicant's 
current position. The applicant's most recent evaluation 
by the Georgia Personnel Evaluation System must be a major 
source of these goals. Career Development assessments 
also represent major sources. Other evaluations by the 
applicant's school or school system may be included. An 
applicant or supervisor may also identify additional areas 
of need or professional goals. The goals should reflect 
realistic expectations for the applicant, taking into 
consideration his/her working conditions. 

It is intended that these goals reflect the needs of the 
students served by the applicant and any particular goals 
L;ing emphasized by the individual's school or school 
system. The goals must be directed toward enhanced 
competence on the part of the applicant to serve in his/her 
current career ladder area (e.g., classroom teachers). 

Participation in professional service activities. The 
applicant must engage in professional service activities at 
specified levels in order to achieve career ladder status. 
The amount depends on criteria within the school system 
plan that deals with: 

a) nature of the activity or responsibl ity 

b) amount of time required 

c) degree to which it is central to the planned programs 
of the school or school system. 

d) degree to which it is central to planned school 
improvement programs approved by the local board of 
education. 

Professional service activities should be described on a 
year~by-year basis, including at least the following 
components: 

a) Name and general description of each activity and 
when it wi 11 take place during the three-year 
appraisal period . 

b) The approximate amount of time to be spent on each 
activity each year. 

c) A brief statement of the enrichment/improvement to be 
i^ealized by the activity. 
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Participation in professional growth activities . An 
applicant may meet the professional growth prerequisites bv 
having an earned, higher degree in his/her area of 
assignment conferred duri ng the three-year apprai sal 
p^^riod. Additional degrees at the same level and honorary 
degrees may not be used in 1 ieu of coursework or staff 
development. An individual with a Master's degree must 
have conferred a specialist or doctorate in order to 
qualify. The degree niust be received from a regionally 
accredited institution of higher learning. 

if a degree is not conferred during the three-year 
appraisal period, an applicant may choose one of two paths 
to fulfill the prerequisites for professional growth 
activities. 

a) If an applicant holds a Bachelor^s degree, he/she is 
required to complete fifteen quarter credit hours of 
upper-level unoergraduate or graduate level 
coursework or the equivalent in professional staff 
development units during the three-year appraisal 
period. 

b) If an applicant holds a Master's degree or higher, 
nine quarter hours of graduate level courses or its 
equivalent in professional staff development units is 
required . 

All coursework or staff development must address the 
appl i cant's goais/needs as identified in the applicant' s 
Profession;! Development Plan. Specific approval for a 
course or staff development activity should be obtained 
prior to the beginning of the activity. In each case, the 
approval must be obtained prior to the completion of the 
activity. Credit rriay be earned in state-approved staff 
development programs and/or in college courses from a 
regional ly-accredited institution . 

All teachers making an initial application for Career 
Ladder Level III rrust take a professional knowledge test. 
The knowledge test now under development will cover general 
knowledge, pedogogy, communication, problem-solving and 
decision making. Each applicant will be required to take 
the test one time only when he/she makes initial 
application. There is no minimum score required for career 
ladder status. However, the better an applicant performs 
on the test, the less professional growth activites are 
required to achieve career ladder status. The test may be 
retaken if the applicant chooses to do so. 

Teacher Productivity demonstrated through evidence of 
significant stude nt achievement . As a part of the 
Professional Development Plan, each applicant and his/her 
supervisor must develop a set of instructional objectives 
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that win be used to document significant student 
achievement. These objectives describing desired student 
progress will be established relative to the goals of the 
curriculum and the school. It is not possible to prescribe 
a set of procedures for assessing student achievement for 
all types of students, in all subject areas, and .a all 
types of educational settings. A general process which can 
be applied in the majority of classrooms is outlined 
below. Appropriate processes must be used in developing 
each applicant's teacher productivity component. 

a) Identify the objectives of instruction. These 
objectives should describe what the student will be 
able to do after instruction that was dependent upon 
the instruction. Objectives may be defined in terms 
of cognitive skills, student performance, behavior 
attitudes. It is essential that the learning 
objectives be clear, explicit and measurable. 
Multiple objectives are more reliable for 
demonstrating productivity than a single objective. 
It can be advantageous for the applicant to have 
several objectives instead of putting all "the eggs 
in one basket." 

b) Devise or select assessment procedures or 
instruments. Appropriate assessment procedures may 
be devised to meet the needs of the situation or they 
may be selected from procedures already developed. 

c) Set standards which define superior achievement. The 
standards miist list in specific and observable terms 
the performance students must demonstrate to be 
considered superior. In general , standards for 
superior achievement are set by means of teachers* 
individual or collective professional judgements in 
cooperation with the applicant's supervisor. 

d) Perform pre-instruction assessment of students 
relative to learning objectives. This provides 
basel ine information that assists the teacher in 
determining the instructional objectives and teaching 
strategies before instruction takes place. 

e) Perform on-going assessment as appropriate. Some 
instructional objectives may require periodic 
assessment instead of looking at student performance 
at the end of the year/semester. 

f) Perform post-instructional assessment of student 
performance relative to the learning objectives. 
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g) Compare post-instruction performance with standards 
set to define superior. 

The completed Professional Development Plan, including 
productivity component, must be reviewed and approved by tne 
supervisor. It is imperative that any ambiguity in the plan be 
clarified before approval is given so that at the end of the year 
there will be no question that the data documents the 
accomplishment of the objectives. Once the plan is approved by 
the supervisor it must be forwarded to the local review team for 
review and approval in the manner provided for in the local 
systam program plan. 

Each applicant will be responsible for maintaining and presenting 
the necessary data to document the attainment of the specified 
instructional objectives. 

5- Teacher Pe rformance assessed by means of the Georgia 
Personnel Eva luation System and other methods 

An applicant must meet required levels of performance in 
the statewide evaluaion system. Additional assessment of 
on-the-job performance will be required. These 
requirements will be established after the Georgia 
Personnel Evaluation System and the ancillary 
assessment procedures are fully developed and tested. 

B. Renewal of Plans 

Participants already on Career Ladder Level m, ly or V and who 
are in their first year of a three-year eligibility period must 
submit a plan to their supervisor by October 1 if they elect to 
seek career ladder status in subsequent three-year periods. The 
local system plan may establish an earlier date for submission. 

C. Report Results 

At the end of the three-year assessment period, a brief report on 
the outcomes of the Three-Year Plan must be submitted to the 
supervisor by the participant. This report must contain at least: 

1. A brief statement of progress toward each professional need 
and goal . 

2. A brief description of the successfully completed course 
work or staff development work for which the participant 
received credit, including dates and accompli siments. 

3. A brief description of the productivity process and results. 

4. A copy of the performance evaluations earned by the 
participant indicating that the performance criteria for 
the applicant's level have been addressed. 
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5. A description of any Career Development assessments 
indicating the applicant's on-the-job performance. 

6. A summary and justification of the points earned as a 
result of the applicant's efforts in carrying out his/her 
Professional Development Plan. 

This report is to be accompanied by a folder documenting any of 
the above elements that need verification. The documentation may 
include, for example, copies of transcripts or grade reports from 
courses taken, evaluations of the participant from staff 
development activities, agendas from local, state or national 
professional conferences or committee work, schedules of work 
with beginning teachers or peers, etc. Not all activities or 
responsibilities will lend themselves to documentation, in which 
case a brief narrative description should be included. This 
report should necessitate the creation of little material by the 
participant, however. It snould consist mainly of documents and 
other materials which have resulted from the participant's 
activity and involvement. 

A school system may require additional components for the 
three-year reports, provided the requirements are consistent with 
the school system's approved plan. The local Career Ladder 
Review Team may recommend additional comp-^nents to the 
superintendent as a requirement for all participar. ■ . . 

The report of outcomes, the participant's documentation folder 
and the new Three-Year Plan must be sent by v.he supervisor to the 
Career Ladder Review Team in accordance with ths time schedule 
laid out in the local system plan. These materials comprise an 
application to advance on the career ladder, drop back to Level 
III or IV, or maintain an existing level. The supervisor's 
recommendation and any additional comments that accompany the 
report must be shared with the participant. 

Individual Development Option 

The point system as described in Section E is designed to 
ascertain whether an applicant has successfully completed the 
requirements of the desired career ladder level. The Individual 
Development Option may be included in the local plan as a 
procedure which offers a one-year extension of the appraisal 
period to certain applicants. In order to qualify for the 
Individual Development Option, an applicant must meet all of th« 
following criteria: 

1. Have failed to earn the needed points on one component of 
the Professional Development Plan by a small margin. 

2. Have earned sixty percent of the re., ./ed points by the end 
of the second year of the appraisal period. 
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3. Have extenuating circumstances which prevented the 
applicant from earning the needed points during the third 
year of the appraisal. 

4. Have met all other requirements for the career ladder level. 

If the applicant meets these criteria, he/she may request a 
one-year extension from the local Review Team. After reviewing 
the re-iest, the Review Team may grant a one-year extension of 
the appraisal period in order to permit the applicant to meet the 
--equirement without having to complete a new three year appraisal 
period. Only one one-year extension may be granted an applicant. 

If the Individual Development Option is granted by the Review 
Team, the applicant and his/her supervisor will follow the 
procedures established in the local plan in developing activities 
designed to strengthen the applicant's weak area. The Individual 
Development Plan must demonstrate that the applicant has 
maintained the high level previously demonstrated in other areas 
and has brought the weaker area up to the required eligibility 
level. The applicant will then be reevaluated for the Career 
Ladder after an additional year. 

If the applicant chooses to apply for and receives the Individual 
Development Option, he/she cannot appeal the decision that the 
applicant failed to qualify for his/her applied-for Career Ladder 
Status. The applicant may use the local appeal procedures if the 
Individual Development Option is denied. 

£• Assessing Report Results (Point System) 

A Three-Year Professional Development Plan is required of 
"veiyone applying for appraisal for Career Level III, IV or V. 
mis plan describes how the applicant will meet the criteria in 
teacher performance, professional service, professional growth 
and teacher productivity. Points must be earned in each of the 
four areas. The points will be used to determine if an applicant 
has successfully completed his/her plan and has qualified for the 
Career Ladder at the Level sought. 

Points may be earned in an area only after the applicant has 
reached a basic level of competency in the area. The following 
point system is based upon a standard of excellence with points 
reflecting activities which demonstrate the candidate's 
achievement beyond the standard. 

1- Teacher Performance (Possible 172 Points) 

The Teacher Evaluation System is still under development 
and is being pilot tested in twenty systems. Different 
forms and methods of scoring are being tested and results 
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will not be known until the end of the 1987-1988 school 
year. One scoring procedure involves observe., rating 
performance on each dimension on a four-point scale during 
every classroom observation- The use of this scoring 
procedure has been selected to demonstrate one method for 
determining Teacher Performance Points. 

More than one source of data will be used to earn a maximum 
of 172 Teacher Performance Points. In one pilot study, 
eleven dimensions are being used with each dimension scored 
on a four point rating scale. If an applicant earns four 
points each time he/she receives the highest rating on one 
of the dimensions, the applicant can earn up to 44 points 
per year or 132 points during the three-year appraisal 
period. 

The specific requirements for the Teacher Performance 
component of the point system will be finalized once the 
Teacher Evaluation System is ready for implementation. 
Whatever structure and process are used ;nust be uniform for 
all applicants and must be included in the local system 
plan. 

The remaining 40 points will be earned through the use of 
other instruments and/or other procedures such as 
structured interviews or questionnaires. A minimum number 
of points will be required from sources other than the 
Personnel Evaluation System. 

Professional Service (Possible 80 Points) 

Each applicant must participate in one or more professional 
activities and assume greater professional responsibility. 
Points awarded for professional services are based on the 
length of time, difficulty and impact of the activity. 
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Weight 
# Hours 



TIME Hours Of direct service* 

DIFFICULTY: Participant ^ q 

More responsibility than majority 

of participants ] 5 

Leader/Director 2.0 

IMPACT: School ^ q 

System/College o'o 

Region of state j'c 

Statewide 3 q 

Southeastern Region 35 

National ^'q 

Multiplying TIME x DIFFICULTY x IMPACT equals the number of 
professional service units earned as a result of oJe 
professional activity. Eight professional service units 
represent one professional service point. Professiona 
service units earned as a result of several activities may 
be combined to accumulate the required number. 

For those applicants already on a supplemented level of the 
Career Ladder and who have contracted for additional duties 
and ^jsponsibilities. up to half of the required points may 
be earned through those duties and responsibilities 
Extended teaching activities, such as teaching sumtwr school 
or assuming responsibility for an extracurricular activity 
llVliA^ \ f counted toward professional 
service points. Only service activities may be used to earn 
these points, such as review team membership, mentoring, 
curriculum or staff development. enturmy, 

An applicant must h^ve been evaluated in his/her performance 
on any activity and have received a satisfactory rating in 
order for paid extra duty/responsibility activities to be 
used to earn professional service points. The applicant and 
his/her supervisor must agree which activities will be 
evaluated for professional service points and include them 
in the Professional Development Plan. 



rpnuiL tK ' ^ performed by an individual applicant 

IZnt «f applicant and his/her supervisor to agree in advance upon the 
amount of time required to complete the service. For a service which reauires 
r2?i;"^tn"t?*''V''^ ''^'^ ''''' professionals, the hours if direct ' ^ ce 

in ude travel'or fn.i'iT f'f P^.^^""^"^ the service activity and does nSt 
inciuae travel or individual planning time. 
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The units earned from paid activities also receive less 
weight than those for unpaid activities and must be 
multiplied by the appropriate differential shown in the 
chart below. In order to determine the number of units 
earned for a professional service activity for which the 
applicant is paid as a result of a contract of more than 
'90 days multiply TIME x DIFFICULTY x IMPACT x 
DIFFERENTIAL. TIME will equal the number of hours that 
were built into the contract in order for the activity to 
be carried out. Eight professional service units continue 
to represent one professional service point. 



DIFFERENTIAL 

Level III Teachers 
Level IV Teachers 
Level V Teachers 

P rofessional Growth (Possible 48 Points) 

A career ladder applicant must satisfy one of the following 
prerequisites before any Professional Growth Points can be 
earned . 



.17 
.22 
.25 



a) Receiving a higher degree in the applicant's area of 
teaching ,or 

b) for holders of a Bachelor's degree, earning fifteen 
quarter hours of upper-level undergraduate or 
graduate coursework o.- its equivalent in professional 
staff development units during the three-year 
appraisal period, or 

c) for holders of a Master's degree or higher, nine 
quarter hours or their equivalent is required. 

All applicants are required to take a professional 
knowledge test when they apply for Career Ladder Level III 
(See Section VIII. A. 3. ). The test is now under 
development. No minimum score is required in order to be 
eligible for career ladder status at any level. An 
apolicant should strive for his/her best performance 
because of the role the results play in the Professional 
Growth Conponent. Ranges of scores will be assigned 
Professional Growth points so that 1-18 points may be 
earned through the score on the knowledge test. Eighteen 
points is one-half the required minimum Professional Grouih 
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points. These points may be counted as part of the 
Professional Growth points each time an applic'ti., °; JJll 
for any level of the Career Ladder. ^^^"'^--•-n .s ,„uuc 

Although taking the knowledge test is required one time 
?n r:.f/tS'''' ^° test in order 

Jh5s Jl^nner.'" ^'^''^ e^^ned in 

The remaining professional growth points are based on the 
time invested by the applicant and nature of the growth 
activity. Travel time may not be included. 

Weight 

TIME: Hours of actual activity * """""^ 

NATURE: Reading, study, coursework, staff 

development ^ qq 

Observation— own school i '25 

Observation— own system i'sq 

Observation— outside system ? 00 
Conference/Workshops 

Area wide , 2«; 

Statewide 

S.E. Region o nn 

National 2 50 

th^^^'NyTU^^fX' rt^ t'' ''rV""^ n-ultiplying the TIME by 
the NATURE of the activity. Three growth units represent one 
professional growth point. BMreieni, one 

4. Teacher Pro ductivity (Possible inp Points) 

lllf Mc!k""\^;' ^^^^"^ """St demonstrate 

that Ms/her students are making significant progress as 
described in Section VIII. A. 4. Each applicant and 
his/her supervisor will develop a set of instructional 
objectives that will be used to document student 
achievement. Each objective must be explicit in what is 
being measured and the means of measurement. Once the 
objectives are clear, they can be examined to determine if 
all are equally important. If they are not, the applicant 
may desire to emphasize one objective over another if so 
weights may be assigned. The method for earning points 
must be established at the time the objectives are set In 
order to demonstrate how the process might be carried out 
by an applicant, two examples demonstrating the process are 
round in the next two tables. 
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In addition to points earned, the anniiran*- « * ^ 

5. Accumulatin g Points Across Years 

Once points have o^en calculated in the four areas the 

TreMects determined Vabfe 

.nil. /e/lects the mimmum number of points that an 
applicant IS required to earn in each component the numbe? 
of possible points available and the total points reSu?red 
to qualify for each career ladder level. required 



Summary of Points 



Possible Points 



Teacher Performance 172 

Professional Growth 43 

Professional Service 80 

Teacher Productivity lOO 

Points to qualify 



III 


Level IV 


Level V 


44 


60 


76 


36 


36 


36 


20 


40 


60 


20 


40 


60 


160 


240 


320 
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^abie vril 1 
Mark's Plaris for ?r*oducnvity Assessment 



.e a.ove 200. „, .c.s t^at ^= LVetrSp^S ?o' ^^^^ ^^Tlr^li^. 
Both Mark's supervisor and the local Review Toam h. 

accoraing to the local system plan '''^ proposed procedures 

At the end of the year, the average score of his students is 230 

°-30-aS^;he^1a-riv- a%^ X^^t.^l^ - -l^^ ^ 
' u1Ja7y"5J .-?.3t .0 

^^^^^ S;ir'-a^^-?.-t^r- 



Maximum Achievement Score pen 

achievement from the obtained achievement. 

Obtained Achievement Score 



Step 4 



Step 5 



superior achievement. uaicnne oy tne range for 

Achievement Beyond Baseline Score 30 
Range for Superior Achievement tn 
Achievement Beyond Baseline » 30/50 - 60% 

!!elujS?|;r?he'20":oss?b?: I'^'r "med. 
calculated ?n Step 4.' P^'*^"'*"'"" points by the percentage 

20 Teacher Performance Points x 60S = 12 Points 
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Table VIII 2 
Helga's Plans for Productivity Assessment 



Helga, a Spanish teacher, is employed in a large suburban high school. Sha 
teaches four Spanish I classes and two Spanish II classes. She begins to develop 
a set o' goals for her classes using the curriculum guide and the information 
provided by the publisher of the Spanish textbooks. Once she has completed 
these goals, she submits them to her supervisor, then to the local Review Team 
as prescribed by the local system plan. 

The teacher then surveys her first year students anO finds none have Spanish 
nor have had previous instruction. 

She gives her second year classes a series of diagnostic exercises the first 
week to assess their knowledge and skills. Based on the result of the exercises, 
she decides the objectives she has chosen are congruent with the chiracteristics 
and needs of the students. In the six classes she has identified 90 objectives. 
There are 15 objectives in each class. 

With the diagnostic information in mind end her knowledge of how the prevlo-is 
first and second year students have performed in Spanish, she sets a learning 
standard for each objective which represents superior achievement. She decides 
the specific method she will use to determine each objective and decides to 
use textbook tests, teacher designed tests, checklists and student projects 
to assess the goals. She can earn up to IS points on this plan. 

At the end of the semester, the results of the measurements are used to determine 
the number of objectives that have been met. Points are awarded on the following 
scale. 



Points 



TT 
14 
13 
12 
11 
10 
9 
8 
7 
6 
S 
4 



Number of 
bjectives Met 
^0 — 

88-89 

86-87 



3 
2 
1 
0 



85 
84 
83 
82 
81 
80 
79 
78 
73-77 
62-72 
51-61 
40-50 



Below 40 
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Review of Progress 

Each local system program plan must include effective processes 
that provide for the following reviews. Processes 1 and 2 must 

^rn«LH°f ^^l^ applicant. Processes three and four must be 
provided for when appropriate. 



1 



The participant's progress on the Three-Year Plan must be 
reviewed annually with his/her supervisor. This review may 
be in conjunction with the Annual Personnel Evaluation 
summative session or in conjunction with a review of the 
results of other classroom observations pursuant to the 
On-the-job Performance criteria. This review must be 



in 



designed to assist the participant and supervisor 
determining that the plan is still consistent with 
school/system needs and goals and allows a formal 
opportunity for supportive supervision for the participant 
If It IS needed. 

2. The participant's report on the Three-Year Plan should be 
reviewed by the supervisor prior to June 30 of the last 
year of the three year period. This report must accompany 
the new Three-Year Plan when it is given to the Review Team. 

3. Should a participant receive a rating lower than 
satisfactory on the Georgia Personnel Evaluation System, a 
review of the participant's Three-Year Plan is required 
If the rating would change the Career Ladder Level of the 
participant, a new Three-Year Plan must be written. 

4. A participant or a supervisor may request a modification of 
the Three-Year Plan at any time, at which time the entire 
plan may be reviewed. The procedure for requesting and 
negotiating a modification must be set forth in the local 
system program plan and must provide for final approval bv 
the Career Ladder Review Team. 

Three-year Professional Development Pl an Approval and Evaluation 

The local school system plan must clearly delineate how the 
school system will address the issues of: 

^* plir^^ approval of a three-year professional development 

2. Modification of an existing plan necessitated by conditions 
described in F. 3. above. 

3. Voluntary moai.'lration of an existing plan 

4. Elaboration of details within an existing plan. 
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5. Assessment of the extent to which the participant meets the 
requirements of the plan. 

The applicant's supervisor must be involved in each of the five 
activities addressed above. The applicant must be involved in 
each of the first four. The Career Ladder Review Team must be a 
major evaluator of items one and five. 

The state staff Development Plan 

The Career Ladder Three-Year Professional Development Plan and a 
participant's Individual staff Development Plan may be combined 
and coordinated. Any part of the Individual Staff Development 
Plan that conforms to the criteria for the Career Ladder 
Three-Year Plan may be used for both. The local system plan will 
govern the process for combining the plan-making processes of the 
two state programs and the extent to which a single plan may be 
used by individuals involved in both programs. Components of a 
Specific Skill Development" plan will not be accepted for Career 
Ladder purposes. 
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IX. EXTRA RESPONSIBILITIES/DUTIES 

As teachers advance into Levels III. iv and V the rar^^r i;ihh«,. 

fnS^ IM^t,^'^°''^'^!?'" """'^ ^^'"'^ ^ Pl^" consistent with the need. 

A. Released Time 

ifS^^./hnn^H^ ^^^^^I' ^^^^'^^'^ "»y released up to 25% 

to assume additional responsibilities. Under certain 
Jl^rH""" ^^l^'^^^o"^' d^ys «y be added up to a totaf o? 
.nd oJ'^'- J'^'" additional days must be limited to mentoring 
ou? a7t\; school"' effectively be'ca?r"ed' 

la^'de?VeTch"ers!''''' ''''' '''''''' ^''^'^'^ — 

1. Released Time During student Day for an Individual Teacher 

a) in schools operating six or more periods during the 
student school day, only one period may be used as 
released time without special review and approval by 
the school system. ' 

In schools operating less than six periods during the 
student school day, no more than one period may be 
used as released time. 

In approved middle "chools, the planning time of a 
teacher may not b used in whole or in part as 
released time. *^ 



b) 



:) 
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d) In schools without scheduled periods, a teacher may not 
average more than 50 minutes in released time status 
during the student school day. 

e) No teacher may be scheduled for released time unless the 
students, who would otherwise be taught by the teacher, 
are provided an instructionally sound learning environment. 

f) A teacher must be scheduled to be absent from hii/her 
regular teaching assignment in order to be scheduled for 
released time and the subsequent salary differential. 

Performance of certain activities may call for a career ladder teacher 
being released from his/her classroom. The appropriate activities are: 

- Mentoring* new teachers. (actual classroom 
observation or demonstration teaching) 

- Peer coaching**more experienced teachers who 
request help. 

- Teaching demonstration lessons. Career ladder 
teachers may teach demonstration lessons to allow 
peer teachers to observe an innovative teaching 
strategy. This may require the career ladder 
teacher to use students other than her own class. 
Table IX 1 gives an example of demonstration 
teaching. 

- Other activities identified within the local system 
plan that cannot be conducted outside of school day 
and which have been approved by the local board. 

2. Released Time After Student Day For an Individual Teacher 

a) Released time may be given a Career Ladder III, IV or 
V teacher after the student school day but during the 
teacher work day. If a teacher chooses to assume 
additional responsibilities but does not elect to 
work an extended day, he/she may use the release time 
option to earn additional responsibility pay for the 
responsibility carried out after the student day. 

b) Released time after the student day must be scheduled 
after students have left the building for the day. 

Mentoring new teachers and peer coaching at-risk teachers should 
be limited to Level IV and V teachers. If a school system does 
not have the needed Level IV and V tv^achers, the _nool system 
career ladder program plan may contain a process for selecting 
qualified Level III teachers who may volunteer to serve. 



see Kri»pp, Jr. Mentoring: A Means by which Teachers Become Staff 
Developers, J. st^ff Development, Vol 8, No. 1, Spring 1987, Pages 
12-15. 



ttic 
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see Peer Coaching, m Loucks-Horsley, S.et al. Continuing to Learn: A 
fauidebook for Teacher Development . Regional Lab. or Educ. Improvement 
of Northeast and Islands, National Staff Development Council. Pages 
Y^- 68-72, ^ 
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Table IX 1 
An Example of Demonstration Teaching 



rilpha Middle School hds a history of low achiGV/Gment in writing. 
One car(?Gr ladder Cnglibh LeachGr, Myra, chosG to rGSGarch 
stratGgiGS for improving studGnt writing skills. She found that 
using word processing has boen shown to be a strong motiv/ator for 
stuvd'cjnts as wgH as increasing thG quality of their written 
work. Six teachers have expressed an interest in using word 
processors . The school has received the needed additional 
computfei^s . 

Although the teachers in Alpha Midd le School have been using 
computers in their classroom and have had limited training, they 
have many concerns about the instruction and management of the 
classroom when using word processors. Staff development has 
provided an in service for the Alpha teachers. Myra has agreed 
to teach a series of demonstration lessons to a select group of 
students to allow fellow teachers to observe these techniques in 
practice . 



so 



J^po^ bilHir. lii. hi^ V""' '° ^"""-^ additional 

thei^ nnrJ;i nL TK^^ f'^*^ ^^'^'"^y supplement in addition to 
their normal pay The Career Ladder progra.i! will provide the 
ocal system with the funds required to hire the additional 
teachers required because of the released time program. 

Duties and Responsibili ties Added During the ■^rhnnl vp;,r 

Li'o'7r '^^i^';., teacher may choose to assume additional 
pe^;o?,iied:'°"' '''''' '''''' '''' '''''' ^ ^ ^e 

- after the regular eight-hour school day. 

- on weekends during the regular school year. 

- on days when the teacher is not scheduled to report to 
work. ^ 

IHrin'oTho '^dd^^^^e^'^f^e'" Choosing to add duties/responsibilities 
^HH I? ^'^^^'^^^^ ye^'" ""ay add up to the equivalent of ten 
additional days of responsibi I ity pay. This may be in released 
time and/or in duties/responsibilities assumed outside the 

Id3?l?nn.f H ^ '^'^ ^^'^ than ten 

additional days of responsibility pay during the school year 
except under certain conditions described in Section IX. A. 



The duties/responsibilities assumed must be in addition to their 
regular responsibilities and the teacher must be physically 
present at the school for the additional time. Sc ol syster.s 
will be responsible for maintaining a record of actual time at 

JrJ H?t?A' '^^^^[.f^^'^f^ers on extended contracts. Examples 
of extra duty/responsibi lity activities are found in Appendix A. 

Duties/Responsibilitie s Added After the School vpar 



A career ladder teacher has a third opportunity to increase 
his/her responsibilities and earn responsibility pay. Additional 
duties may be assumed after the regular school year. The number 

J.r-inn^lh" "^^ ^° ^'^^^^^ contract is determined 

during the summer months by the teacher's career ladder level 



Level III 10 Days (80 hours) 

Level IV 20 Days (160 ho'.rs) 

Level V 30 Days (240 l-jurs) 



A teacher may opt to perform some of these activities during the 
school year as long as they are carried out outside the school 
day and do not interfere with the assigned duties. Activities 
are similar to these for the extended day option and examples may 
be found in Appendix A. r ^ 
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Extra duties and responsibilities must be evaluated by the 
supervisor. Evaluation ratings must all be satisfactory or above 
for the teacher to renew their extended contract for a second 
year or to use the activity to count toward professional service 
points. 

A career ladder teacher who has opted to assume additional 
duties/responsibilities and has applied to be appraisad for the 
next career ladder level or to maintain the present level may 
choose to use thei" additional responsibilities to earn up to 50% 
of the needed points for professional service. 

All additional time and responsibilities that are to be assumed 
by a career ladder teacher for pay must be included in the 
teacher's contract. The duties and maximum amount of time must 
be specified. 
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X. GROUP PRODUCTIVITY SUPPLEMtNT PROGRAM 

Many thoughtful teachers are concerned that a career ladder program may 
impede faculty collegiality and, thereby, reduce the effectiveness of 
the staff working as a team. Careful design and implementation of the 
Georgia Career Ladder Program should reduce fears of competitiveness 
and should promote a better understanding of the ways in which the 
career ladder program will facilitate cooperation. In addition, the 
group productivity component within the program very directly rewards 
cooperation among staff to improve instruction and student 
achievement. This part of the career lacder program is designed to 
reward entire school faculties for student achievement that exceeds 
expectations when the socio-economic characteristics of the student 
body are taken into account. 

Initial plans call for group productivity supplements to each certified 
staff member assigned to the schools and each licensed instructional 
aide whose assignment for more than half the school day is to assist 
teachers directly with student instructional activities. Certified 
staff will receive a one-time annual bonus, paid at the end of the 
school year, in the amount of $600, $550, or $500. The specific amount 
depends on the level of student performance after adjustment for the 
expected level of academic performance. Instructional aides will 
receive a one-time annual bonus in the amount of $300, $275 or $250. 



Amount of Individual Awards for School Faculties 
Producing Outstanding Achievement 

Productivity in Full-Time Certified Full Time Instructional 
Relation to Expectancy Staff Aides 



Highest $600 $300 

Next Highest 550 275 

Third Higest 5OO 250 



Amount of Awards to Employees of School 
Systems Producing Outstanding Achievement 

Full-Time Central Office Staff $500 
Full-Time Certified Staff 250 
Full Time Instructional Aides 125 
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When fully developed, the program will use achievement data related to 
the Georgia Core Curriculum, as identified in the Quality Core 
Curriculum. Student body data will be analyzed and awards will be made 
to schools. Likewise, the data for the students within each school 
system will be combined to determine which school systems exceed 
expectations. The program also rewards central office certified staff 
and many other school faculty members in those instances where the 
school system productivity is very high in relation to the achievement 
expectancy for all students in the school system. 

Grr J productivity supplements will be: 

A. Awarded annually to eligible school personnel (see C. below) upon 
evidence that student performance has exceeded expectations 
established for the school by the State Board of Education. 

B. Awarded annually to eligible system-wide personnel and faculties 
of eligible schools based upon evidence that student performance 
has exceeded expectations established for the system by the State 
Board of Education. Personnel in all schools within the system 
whose school at least meets expectations will receive the system 
level awards. 

C. Awarded at the end of the academic year and shared equally by all 
school or system-level certified personnel employed full-tirrje 
with at least a 190 day contract who received a satisfactory or 
higher annual performance evaluation for that year. 

A staff member may receive both a full school-level and a full 
system-level supplement. Teachers or administrators who are assigned 
to more than one school or part-time in a school and part-time in the 
central office may receive group productivity supplements proportionate 
to the amount of time employed in system work or in the school(s) 
eligible for a productivity supplement. Other approaches may be used 
in response to needs of the school system. The approach selected by 
the school system must be delineated in the system plan. 
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XI, LOCAL CAREER LADDER REVIEW TEAM 

The size of the Career Ladder Review Team will vary from school system 
to school system as a result of the size of the school system and other 
factors. Large school systems may be better served by establishing 
several teams. School systems may choose to collaborate with other 
systems. The Career Ladder Task Force recommended in its June 1986 
report to the State Board of Education that the Career Ladder Review 
Team in a school system with 3,300 students should include: 

3 Classroom teachers 

1 Career Level III teacher 

2 Building administrators 

1 Non-teaching certified employee 
1 Central office administrator 

1 Non educator from the business/professional corrmunity 

The recommended composition described above was based on the Task Force 
belief that crucial decisions involving individuals with different 
perspectives would strengthen the review team decisions and promote 
widespread acceptance of their actions. 

The school system plan must specify the composition of the review team 
(or teams) and indicate how the team members will handle the projected 
work load and team responsibilities. Two or more school systems may 
collaborate to select a joint Review Team. School system plans must 
include the procedures and responsibilities agreed upon by the 
participating systems. 

The composition and selection of the review team as designated in the 
local school system plan must meet the following criteria: 

- At least half of the team members must be staff with classroom 
responsibi litles. 

- At least one building administrator must be included. 

- At least one certified staff assigned to the central office 
must be included. 

- A non-educator from the business/professional community must be 
included. 

- Once career ladder awards have been earned on any of the three 
career ladder programs, all new review team members except the 
non-educator must be appointed from those educators who are 
participating in their respective career ladders. 

- The selection of classroom teachers as members of the review 
team must involve processes that allow the teachers of the 
school system to have a voice in the selection of the 
nomi..ees. The local board of education must select classroom 
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teacher memoers of the team from those nominated by the 
classroom teachers. The final selection from among the 
nominees will be the responsibility of the board, ""he system 
plan must delineate the process. 

•- Non-teaching members of the review team will be selected by 
the local board from nominees recommended by the system 
superintendent. The local plan must describe the process. 

- The local plan must also define the term of office for review 
team members. The initial selection must be made in a fashion 
that results in a staggered term. 

Primary Responsibilities cf the Review Team 

The Career Ladder Review Team will: 

1. Examine the three-year Professional Development Plan 
prepared by each participant and recommended by his/her 
supervisor and approve each plan if it is adequate. 

2. Review and approve, when appropriate, modifications of 
three-year plans requested by participants and recomnended 
by their supervisors. 

3. Examine the documentation provided by each participant to 
determine if the participant's Three-Year Plan was fully 
accomplished. (This includes plans to enter Career Level 
III, maintain the present level, advance or drop back on 
the ladder, or move from one career program to another.) 
The team may request further information or explanation 
from the participant or supervisor. Based on the 
documentation provided by the participant and the 
supervisor, the Review Team will reconwnend to the 
Superintendent the participant's Career Ladder Level for 
the upcoming three-year period. The recommendation will 
be given to the superintendent for presentation to the 
local board for review and action. 

L Review all three-year plan appeals involving participants 
and assessors and make recommendations to the local 
superintendent retarding such plans. 

I. Monitor the operation of the program within the system and 
make recommendations, through the superintendent, to the 
local board of education. 

Recommend, for consideration by the superintendent, policy 
options to operate efficiently the local Career Ladder 
Program. Review existing Career Ladder policies annually 
and make recommendations to the local superintendent for 
additions or modifications. 
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7. Develop, maintain and annually review the system's Career 
Ladder Plan, rules and regulat ions and rscomnisrid chanae'; 
where necessary. 

8. Coordinate the career ladder process within the school 
system so that it supports personnel improvement goals in 
accordance with state regulations and a local system's 
Career Ladder Program plan. 

9. Other responsibilities that are established for the review 
team by the local system plan. 

B- Training New Review Team Members 

Consistent with the responsibilities outlined in the local plan 
the school system must develop and maintain a training program 
suitable for use with new members of the review team. Training 
materials and approval of the ongoing training program for new 
review team members will be provided by the Georgia Education 
Leadership Academy. The conduct of the training program must 
include a method for determining that each trainee is 
knowledgeable of the information critical to the effective 
functioning of the review team. A person appointed to the Career 
Ladder Review Team may not participate in decisions affecting 
applicants until the training as been successfully completed and 
the trainer certifies that the individual has been successfully 
trained. ' 
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APPEALS PROCESS 

Each local school system must provide an appropriate appeals process 
that meets all due process requirements. The process or processes must 
be appropriate to address conflicts that result from: 

-a lack of agreement betwesn the participant and his/her supervisor 
regarding a Career Ladder Plan or assessment. 

-the local Career Ladder review leam turning down a participant's Career 
Ledder Development Plan. 

-career ladder status decisions made by the local board of education. 

The review of appeals by the local superintendent and board of education 
may focus on procedural issues as well as on the substance of the plan 
or decision being appealed. Such appeals must be in accordance with the 
local board of education policy governing appeals. Any appeal to the 
State Board will focus exclusively on procedural issues, primarily on 
whether local school system policy and procedures were followed. 

The following example illustrates an appeals process designed to deal 
with disagreements between a participant and supervisor regarding the 
content of tne participant's Three-Year Professional Development Plan. 

The participant is responsible for developing a Three-Year Professional 
Development Plan to be reviewed by the supervisor. If the two are 
unable to agree on a plan, the supervisor must develop an alternative 
three-year professional development plan for the participant, taking the 
following into consideration: 

- the knowledge and skills of the participant, 

- the Issues raised by the participant, 

- the points of disagreement which exist between the participant 
and supervisor regarding the professional development plan, 

- the professional interests of the participant, and 

- the needs of the school system. 

If the supervisor's plan is unacceptable to the participant and either 
party concludes that further negotiation is not likely to be fruitful 
then the participant may appeal to the local superintendent and request 
a review of the supervisor-prepared plan and the participant's original 
plan. 

The participant must give written notice of appeal, in accordance with 
local board policy, to the superintendent within 14 calendar days of the 
time the supervisor presents the alternative plan to the participant. 
The original plan and the supervisor's recorrenended plan are evaluated by 
the Career Ladder Review Team. The Review Team's written assessment of 
the plans and any recommendations must be submitted to the 
superintendent within 30 calendar days following the date of the 
appeal. The superintendent shall make a decision within 
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TABLE XII 1 

Career Ladder Program 
Appeals Process 



GTAft BOARD ^ 
(Based on Policy BCACA) 



Appeal RQqu^bted 
on ProceduTdl 
Grounds Only 



Locoil Booird 
Selects Plan 

— T 

Appeal 
Requested 



Superintendent 
Establishes 
Plein 



Appeal 
Requested 



supervisor 
Lslablishes 
Plan 



If Agreement is 
iVot Reached 



S-pervifor and 
(employee Jointly 
Prepare Plan 
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fourteen calendar days of receiving the assessment and any 

raLTn"f -^-^ superintendent has a full 

range of alternatives in deciding the issue. The plan, as presented by 

i?an"if.r;!°'' °' rejected. The participant's 

rln.^pct^ i'/"^?''' or rejected. The superintendent may 

request an alternative plan from the Review Team for consideration 
The superintendent may personally, or in cooperation with others' 
deve op a plan that the superintendent deems appropriate for the 
participant. " ^"^ 

If the plan presented by the superintendent is not acceptable to the 
participant, the participant must file a written notice of appeal in 

?h'.nnnK"?K ^^''''^ P^^^'^' ^° ^^^^^ ^oard of education 

through the system superintendent, within ten calendar days of being 
notified of the superintendent's decision. If an appeal is made to the 
the local board, then the superintendent will submit a plan for the 
board to consider All other plans developed by or for the participant 

c.hLA H .''^l"''"""^''- ^° The additional plans shall be 

submitted to the superintendent at the time the appeal is requested 
The board may accept any of the plans or combination of plans or direct 
the superintendent to submit a new plan based on -specific 
recommendations made by the board. The board must make its decision 
within 45 calendar days after notice of appeal was filed by the 

?'Lr;^'"i- /^""^"^"a the content of plans, the decision of the 
local board of education is final. 

ilth^'.nw"'^^')^'"^ determines that there has been a lack of compliance 
with any state or local policy or procedures, the participant may 
Icltl ?K^^c.^.^'^o Sofd °f Education, bassd on State Board Policy 
. 5^'^! °^ Education has appellate jurisdiction only 

and does not decide the controversy de novo . 
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XIII. SUMMATIVE EVALUATION OF AN APPLICANT'S PERFORMANCE 

The local system program plan must define the process to be used in 
securing the necessary information, reviewing it, and determining the 
appropriate recommendations or actions based on the record The 
process outlined below is a satisfactory approach to* tlTs 
responsibility. The school system may propose in its local plan ay 
approach which will promote the program purposes in a effective manner. 

At the end of the three-year appraisal period, the summative evaluation 
should consist of the following activities: 

A. Submission by the applicant of the Three-Year Professional 
Development Plan Report to the supervisor. 

B. A review by the supervisor and applicant of the applicant's 
activities during the three-year period and of the Career Ladder 
Report to verify that the applicant's Professional Development 
Plan has been completed to assess the quality of the work and 
assess the resulting number of points. 

C. A written recommendation by the supervisor to the Career Ladder 
Review Team regarding the future Career Level status of the 
applicant along with a copy of the applicant's most recent 
Three-Year Professional Development Plan and the Career Ladder 
Report. 

0. An examination of the materials by the Career Ladder Review Team 
in order to judge the quality of the applicant's work. If the 
recommendation of the supervisor is negative or the Review Team 
needs more information before making its recommendation, an 
interview with the applicant and/or the supervisor may be held. 

E. The review team, after considering the documentation and other 
information available to it, may recommend the application at the 

eve requested or it may recommend a lower level (as low as 
level II) that is consistent with the review team's findings. If 
an applicant fails to earn the requ'^red number of points and 
meets all of the criteria for eligibility for the Individual 
Development Option, the applicant may apply for a one-year 
extension of the appraisal period. The Career Ladder Review Team 
will review the applicant's request and approve it if appropriate. 

F. Submission by the Review Team to the superintendent of a copy of 
the applicant's plan, report and documentation along with its 
recommendation. 

G. An examination of the materials by the superintendent. The 
superintendent may request an interview with the applicant 
supervisor and/or chairperson of the Review Team The 
superintendent's recommendation options are the same as the 
review team's options for a specific individual. 
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Submission by the superintendent to the local board of all 
collected materials, along with his/her recommendation. 

The school board will make the final decision regarding the 
applicant's status based on the quality of the participant's 
performance. The local board has trie same prerogatives as the 
superintendent and the Review Team in arriving at its decision. 
If the applicant does not agree, the appeals process may be 
activated. The final decision concerning career ladder 
placement, however, rests with the local board of education. 
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XIV. LENGIH AND AMOUNT OF CAREER LADDER AWARDS 

The Career Ladder Task Force recognized that setting arbitrary limits 
on the number of persons who may qualify for level III, IV and V is 
potentially devisive and ultimately self-defeating. The degree of 
local discretion provided in the career ladder program necessitates a 
process of allocating fu.ids that is legally definitive and defensable 
as well as publicly understandable. Any allocation of funds will 
restrict the number of supplement recipients to some degree. However 
public recognition that the outstanding professionals are in fact the 
persons receiving supplements is the only viable way to increase the 
funds directed toward the program and increase the total number of 
staff at the higher levels. The allocation process has been developed 
in a manner that addresses each of the following concerns: 

A. The General Assembly must be able to exercise control over the 
total cost of the program. 

B. During the initial years of program implementation < lid 
Identification of outstanding teachers will probably proceed more 
slowly than anticipated. Local boards should r.ot be pressured to 
spend all funds or lose them. 

C. If the public is to expect the funds to be properly spent, school 
systems need flexibility in their use of funds for supplements. 

D. School system ability to accumulate unspent funds should be 
balanced by pressure to use the funds expeditiously. 

Use of funds over a two year period enables school systems to smooth 
out natural variations in the number of persons receiving supplements 
This is a crucial issue for small systems and poorer systems unable to 
make adjustments with the use of local tax monies. 

Awards to individual teachers on Career Ladder Level III, IV or V shall 
be paid in monthly installments for a period of three years* Except 
^s provided for in this section and Section V, a participant who has 
earned a Career Ladder Level which carries a supplement will receive 
the supplement and keep the level designation for three years, provided 
the participant is employed by a Georgia school system and his/her 
performance on the annual personnel evaluation is satisfactory or 
higher each year. 



*Group Productivity supplements are paid annually in one payment. Monies for 
these supplements will be distributed to school systems based on the number of 
qualifying staff. 
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The amount of supplement paid a recipient must be based on the state 
""^^ "A^"^!*^"^ supplement for the recipient's career ladder level on 
which the General Assembly appropriated funds and the approved local 
system career ladder program plan., while larger supplements may be 
paid by a school system, career ladder supplement funds can only be 
used to pay supplements up to the amount of the market-sensitive 
supplement. Additional amounts may be paid using local funds or other 
funds available to the school system that the local board may legally 
use for that purpose. Each applicant whose appraisal warrants career 
ladder status at a supplemented level must receive a supplement 
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ALLOCATIUN OF CAREER LADDER PROGRAM FUNDS 

State funds for Career Ladder supplements for Levels III, IV and V will 
be allocated to school systems on the basis of FTE counts of students 
enrolled in Kindergarten through grade twelve and on the basis of 
student performance within the school system after the students' 
performance has been adjusted for the socio-econoniic composition of the 
student body. In order for a school system to receive its allocation, 
the local board of education must have a career ladder program plan 
which has been approved by the State Board cf Education. Under certain 
conditions a school system may begin appraisal activities pursuant to 
awarding career ladder status to staff prior to final approval by the 
btate Board of Education. All prior activity, however, must be 
completely consistent with the career ladder program plan as finally 
approved by the State Board of Education. 

The allocation provided for a school system's use represents funds to 
pay supplements to applicants awarded career ladder status and funds to 
help defer administrative costs of the program. Funds allocated for 
administrative purposes may be expended to pcy supplements. However, 
funds allocated for the payment of supplements may not be used for any 
other purpose. 

If a school system does not require the full amount of its allotment in 
order to pay the supplements of persons on the career ladder level III, 
IV, and V, the unused portion c*^ the allocation may be credited to the 
next year's allocation subject to appropriation. The use of the 
previous year's ;redit will represent the first funds expended in the 
subsequent year. Funds earned in one fiscal year may not be carried 
forward beyond the subsequent fiscal year. 

The specific allocation for a school system will be based on the 
fol lowing: 

Fifty percent of the funds allocated for career ladder program 
purposes by the General Assembly will be distributed to school 
systems based on the FTE student count ror grades Kindergarten 
through 12 used by the State Board of Education in other QBE 
allocations. 

The remaining 50% of the funds appropriated by the General 
Assembly will be based on a state wide analysis of student 
performance on tests and at grade levels specified by the State 
Board of Education. The State Board of Education will identify 
uniform data to describe each school system's performance 
expectancy, ihe Board will establish zones above and below a 
school system's expectancy level that are arrived at in an 
uniform manner. Ihe zone in which the school system student 
achievement is located will determine the individual school 
system's share of the funds appropriated on the basis of 
performance. 
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The following describes the method by which the allocations for 
each school system should be determined. 

While the test items in the developing item bank represent the 
most appropriate content for student achievement tests, the need 
to get the Career Ladder Program implemented at the earliest 
possible date dictates the use of existing CRT tests and the 
standardized tests already part of the statewide testing 
program. While these tests are less comprehensive than those 
that will be possible when the item bank is fully operatonal, the 
existing tests should serve as an adequate surrogate for several 
years. Curriculum and test specialists need to examine the 
available tests and determine the most appropriate way to 
aggregate scores across grade levels within schools so that the 
most valid measure of student achievement is obtained. 
Additionally, testing and research specialists must consider the 
alternative ways to measure socio-economic status (SES) and 
determine the most valid way to statistically adjust observed 
student achievement so that much of the variance caused by 
extraneous* factors affecting the achievement is eliminated from 
the measured results. To a large degree both sets of activity 
are essentially technical ones that must be undertaken within the 
context of cultural and legal considerations. 

When the specific tests have been identified and scheduled and 
the collection of the SES measures is accomplished, the State 
Board will be able to contract for the statistical analysis 
without further disturbing local school systems. The analyses 
are conventional multiple regression techniques that, once 
operationalized, are quickly and inexpensively performed. After 
the testing occurs, the State Board will have full control of the 
allocation process as it does with all other programs authorized 
by QBE. 

The regression analysis will produce specific information about 
each school or school system indicating how much above or below 
its own expected performance the student body is. The actual 
difference (referred to in statistical jargon as '"residuals") is 
then compared to a series of ranges appropriate for the specific 
school system to determine how much additional Career Ladder 
funds should be allocated as a reward for better-than-expected 
student achievement. The ranges will also be used to determine 
how much career ladder funds should be withheld because 
poorer-than-expected student achievement was observed. 



*"Extraneous" in this sentence refers to factors outside of the direct control 
of the public school staff and processes. Extraneous factors within this 
context may include: student mobility, parental support of learning, 
educational level of parents, unresolved physical and/or mental health 
problems of students, and the general wealth of the community. 
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TRANSFERS 

The Career Ladder Program is designed to accomodate existing patterns 
of education personnel movement between school systems and schools. 

A. Transfers Between School Systems 

Transferring from one system to another will require that the 
supervisor send a progress report, through the central office, to 
the other school system, identifying those elements of the 
individual's three-year Professional Development Plan that have 
been successfully completed by the participant, and those 
elements which have not been completed. Based on a review of the 
information, the receiving school system will assess the 
"proportion of completeness" for each of the appraisal areas 
(Performance, Productivity, Growth and Service) and inform the 
applicant of the results. The applicant may accept the 
assessment and proceed to negotiate a new plan with his/her 
supervisor based on the uncompleted portions within the current 
cycle or began a new three-year appraisal cycle under the rules 
of the receiving system. 

Staff who transfer from one system to another may carry their 
career status with them. The school system employing a staff 
member who has achieved Level III, iv or V in another school 
system may use Career Ladder Program funds to continue the 
supplement. The decision whether or not to pay the supplement 
must be made by the employing school system and coirenun icated to 
the new employee prior to the employmer/ contract being signed by 
• the new employee. 

B. Transfers Within the Same School System 

1 . Required Transfers 

Persons who are required by the system to transfer to a 
different Career Program because of a change of job 
function will remain on their original Career Ladder Level 
until they have completed the three-year appraisal period 
in the new job. At the time of the transfer they must 
submit a Three-Year Professional Development Plan to 
maintain that level. If a new plan is not submitted, the 
individual will continue to receive the earned supplement 
for the remainder of his/her eligibility period that was 
earned while in the former position. At the end of that 
eligibility period, the individual will be classified at 
Career Ladder Program Level II in the program appropriate 
for his/her assignment. 

2. Between Schools 

Transferring from one school to another will require that 
the supervisor send a progress report, through the central 
office, to the new school, identifying those elements of the 
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three-year professional development plan that have been 
successfully completed by the participant. Also, because 
school and system needs and goals play an important role in 
the Three-Year Plan, the individual's plan must be reviewed 
by his/her new supervisor. The new supervisor, or the 
participant, may request that a new plan be written which 
better fits the new situation. The new plan must be 
approved by the Career Ladder Review Team. If the existing 
plan is judged appropriate for the new assignment, this 
judgement must be affirmed by the Review Team. 

Between Programs Within the School System 

If a teacher chooses to apply for a different position and 
receives it, the following process will apply effect a 
smooth transition. An individual already on Career Level 
III, IV, or V will be assigned to the new Career Program at 
one level lower, but the supplement in effect for the 
previous program will be continued for the balance of the 
three years. When the original three-year award has been 
completed, the supplement is reduced congruent with the 
currently-assigned Career Ladder Level and continued uitil 
three years of assessment data at the new level have been 
gathered. The level of supplement will be based on the 
level of career ladder status earned at that time. 

The three-year assessment period for a new position will 
begin upon transfer to the new position. A new Three-Year 
Professional Development Plan must be submitted by the 
applicant during the first month of the new assignment and 
approved during the first three months. 
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XVII. CAREER LADDER PROGRAM EVALUATION 

The essence of the career ladder program is the identification of 
outstanding educators and their enhancement, both professionally and 
financially. The program must be carefully examined on a regular 
basis to assure that it is truly instrumental in carrying out the 
purposes established for it. If the program is to be effective, it 
must have tha following characteristics. 

- be definitive in its requirements. 

- have clearly established lines of authority and responsibility. 

- have procedures that enable the public to hold responsible 
parties accountable. 

- have procedures that clearly assess the level of 
outstandingness of educators receiving career ladder 
supplements. 

- have procedures that clearly assure that the extra 
duties/responsibilities carried out by the career ladder status 
teachers are contributing to the improvement of school system 
service and productivity. 

- have procedures that are not inherently divisive within school 
systems. 

A- Evaluation of Individual School System Programs . 

Each local system plan must include a process for providing the 
local board of education and the public with information about 
the results of the career ladder program on an annual basis. The 
information must be of a type and in such form so that the board 
may consider modifications to the local system career ladder 
program plan when necessary to effect needed changes. The 
reported evaluative information must be made available to the 
citizens served by the school system. 

All information on which the evaluative report is based must be 
made available to the Comprehensive Evaluation Review Team 
members for their use. The information must be retained for a 
minimum of six years after the school year that it describes and 
must be made avai lable upon request to state department staff 
when reviewing the career ladder program. 

The State Board of Education may prescribe requirements for the 
uniform collection and maintainance of data or specific records 
deemed necessary for the proper administration of the program. 
The State Board may also require one or more school systems to 
provide additional information under certain conditions. 
Examples of these conditions include: 
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' notification to the department oy a school system staff member 
or citizen that a serious problem may exist. 

- recognition by the department that the number of awards is 
substantially outside a reasonable range that might be expected 
within the school system. 

- chronic under utilization of career ladder state funds. 

- reasonable concerns which surface after reviewing a local 
system program or reviewing data received from a school system. 

Evaluation of the Statewide Program 

On a biennial basis, the State Board of Education will develop a 
detailed set of evaluative specifications and contract with a 
third party to design and conduct an evaluation study to assess 
the overall level of expertise of educators who are recipients of 
career ladder supplements. During the formative years of the 
program, the evaluation study will focus on educators who are 
involved in the career ladder appraisal process and who appear to 
be successfully progressing toward career ladder status. The 
evaluation study will be designed to meet current professional 
standards of research and will use established procedures to 
assure that results are representative of statewide outcomes. 
The biennial evaluation studies will: 

- review and assess the adequacy of individual productivity plans 
and documented student outcomes resulting from the plans. 

- observe and evaluate the classroom performance of participating 
teachers in relation to the recognized attributes of 
outstanding teachers. Other personnel will be observed and 
evaluated when those career ladders are implemented. 

- review and assess professional growth and service efforts, 
especially in relation to the personal enhancement of 
professional skills and instructional program improvement. 

- interview and analyze the individual views of participants in 
relation to the program purpose and the utility of the program 
in keeping outstanding teachers in classrooms in Georgia. 

The results of the evaluation study will be given to the State 
Board of Education, General Assembly, Governor and the public to 
be used to: 

- provide the basis for improving the program. 

- ascertain that outstanding teachers are the recipients of the 
finc^ncial benefits of the program. 

- enable the public and policy makers to assess the value of the 
program as an effective way to improve instruction and increase 
school system productivity. 
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APPENDIX A 
Extra Responsibilities/Duties 
Examplss of Activities 



A. Assisting Fellow Teachers 

1. Mentor T eachers to Assist Beginning Teachers - Career 
Laddar teachers may provide an apprenticeship or induction 
period for beginning teachers. In providing guidance for 
the new teacher's first year, 

a. The new teacher gets help in adjusting to the school 
and support and assistance from an outstanding teacher 

b. The expertise and experience of the mentor teacher is 
tapped, recognized by peers, and utilized in 
extremely important ways 

2. Peer Coaching - New structures can be created to assist 
teachers who are having difficulty in the classroom. Once 
again the experience and expertise of the career ladder 
teacher can be capitalized upon in important ways, 

3. Demonstration Teaching - Career Ladder teachers have been 
identified because of their outstanding teaching skills. 
Structured and regular demonstrations by these teachers of 
effective teaching techniques would be beneficial to all 
teachers. 

4. Teacher-t o-Teacher Cons ultation - Following the medical 
model where doctors consult with each other on diagnosis 
and prescription, time may be set aside for career ladder 
teachers to be able to confer thoughtfully and reflectively 
with other teachers on effective practices, 

5. Implementi ng Innovative Projects - A career ladder teacher 
may have researched and developed a new and innovative 
approach to instruction or management in their classroom. 
The new practice would be different from those presently in 
use in the school and would be aimed at changing the 
instructional, curricular or management strategies of 
teachers. The career ladder teacher may develop an 
approach to introduce the innovative practice through 
demonstration teaching, staff in-service, support, etc, 

6- Inservice Delivery - This activity would capitalize on the 

skills of a teacher to present or facilitate workshops, 

seminars, inservice training sessions for colleagues, 

either in the same or other districts. 
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Inservice Hrogramminq - Most inservice is something that is 
"done to" teachers. This activity could shift 
responsibility of developing the school's inservice program 
to teachers who have demonstrated leadership in their 
system and have the knowledge and skills to design and 
present inservice programs. 

Program Development 

1. Curriculu m Development - Work on areas of needed curriculum 
development should be done largely by the teachers who will 
be teaching the material and have demonstrated their 
mastery of instructional skills and knowledge. 

2- Dropout Prevention Program Coordination - Dropout 

prevention has been designated as a high educational 
priority. Career ladder teachers may develop, implement 
and coordinate innovative programs for high risk students 
and/or students returning to school after having dropped 
out of school . 

Peer Tutor Programs - Peer tutoring programs have been 
found to be beneficial to both the student having 
difficulties and the student tutor, A program for training 
the student tutor and the coordination of the peer tutoring 
program needs the expertise of an experienced, successful 
teacher. 

^• Academi c En ri chment Programs - Innovative programs 
enriching the learning of the students may be developed and 
implemented according to the identified needs of the school. 

Substance Abuse Prevention Proa rnm^ - with the national 
emphasis on drug abuse prevention, career ladder teachers 
have available resources to develop and implement 
curricula. Substance abuse prevention programs provide 
opportunities to work with parents and other social 
agencies. 

Teen Par enthood Programs - Parenting classes may be 
developed with a variety of foci: students who are 
expecting babies, students with babies, and students 
preparing for future parenthood. The development, 
implementation and coordination of this program provides ^ . 
opportunity for a career ladder teacher to use h;o,.ier 
skills to affect a large number of students. 

Homework Hotlines - Many schools providing homework 

hotlines have found that both academic achievement and the 
attitudes of students and teachers are improved. Providing 
this service requires the commitment of teachers to man the 
telephone and of someone to coordinate and publicize the 
service. 
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8. Research A career ladder teacher may choose to research 
an area which has been identified as a need of the 
school /school system. The teacher may review the 
literature and collect and analyze data from his/her own 
classroom, school or school system. 

9. Writing Text Materials - Teachers are at the mercy of 
publishing companies in the quality of the textbooks they 
use. More practitioners could be involved in writing 
supplementary materials to be used in their schools. 
Career ladder teacher's intimate knowledge of the interest 
and ability levels of their students and of effective 
teaching strategies make them an excellent resource for 
this activity* 

10. ""est Development - The Development of student assessment 
measures is very complex. There are many non-tradit-'.onal 
methods that can be used to evaluate the progress; of 
students. Exceptional teachers like those on career ladder 
need to be more involved in this process. 
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APPENDIX B 

Georgia Teacher Evaluation Instrument (QTEI) 
leaching lask I: Provides Instructional Focus 



Dimension A 
Dimension B 
1 
2 

Dimension C 
Dimension D 
Dimension E 
Dimension F 
1 
2 
3 



Instructional Level 

Instructional Explanation and Practice 

Explanation of Content 

Practice or Extension of Learning 

Building for Transfer 

Promoting Engagement 

Maintaining Engagement 

Lesson Organization 

Initial Focus 

Lesson Structure 

Summaries 



Teaching Task II: Assesses and Encourages Student Progress and Effort 



Dimension A: 
Dimension B: 

1. 

2. 

Dimension C: 

Teaching Task III: 

Dimension A: 
1. 
2. 

Dimension B: 
Dimension C: 

1 . 

2. 

Scoring The Dimensions 



Monitoring Progress 
Responding to Student Performance 
Responding to Adequate Perf ormancps 
Responding to Inadequate Performances 
Supporting Students 

Manages the Learning Environment 

Use of 1 ime 
Non-Instructional Tasks 
Instructional Time 
Physical Setting 
Appropriate Behavior 
Monitoring Behavior 
Intervening 



Teacher evaluations should be based on information gained through 
observations of instructional and other school duties and 
responsibilities. Evaluations of teach ng performance are recorded on 
the appropriate GTE I Scoring Shee ,s after each observation. 
Evaluations of general teacher dut es and responsibilities are 
recorded on the Georgia Teacher Duties and Responsibilities Scoring 
Sheet before the annual evaluation conference. 

Scoring Systems for the Tasks and Dimensions 

Two scoring systems were pilot tested for use with the GTE I. 
Some pilot districts used a four-point scale while other pilot 
districts used a dichotomous system. 
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Scahi. Scoring decisions were made using a four-point scale with the 
following scale points: 

1 • Unsatisfactory 

2- Needs Improvement 

3. Satisfactory/Good 

4. Role Model 

Oichotomous: Scoring decisions were made on a yes/no basis indicating 
whether the teaching dimension was or was not demonstrated in a manner 
which allows credit to be awarded^ 
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A FORmr FOR A 
LOCAL SCHOOL SYSTEM PROFESSIONAL 
PERSONNEL CAREER LADDER PLAN 

May 1988 

This IS a format for local school systems desiring to participate in the 
Georgia Career Ladder Program. The system must submit a plan which meets 
che following minimum criteria-- 

- be developed by the school staff 

- be supported by the professional staff 

- be approved by the local board 

- be submitted to the State Board of Education 
by the local board of education 

State program funds will be released to local school systems based upon 
approved plans and the achievement level of a system's students as compared to 
the expectancy level of achievement for the system's students. 

The local board of education shall adopt a resolution indicating its desire to 
participate in the career ladder program. 

a. This resolution should include the superintendent's 
recommendation to the local school board. 

b. This resolution should be submitted to the State 
Board of Education. 

The local board of education shall establish a planning team for the 
developmenc of the Career Ladder Plan. This planning team shall consist of, 
at a minimum, representatives of— 

a. Teaching staff 

b. Administrative staff 

c. Community leaders 

d. Superintendent 

e. Local board membar or members 

Professional Career Ladder Plan Format 

Each local plan will contain, at a minimum, the following components which 
must meet the criteria established by the State Board of Education. 

Part I. Direction Setting 

The local professional career ladder plan should address the local school 
system's instructional priorities and the system's goals for professional 
personnel. Part I of the plan should establish the direction of the school 
system's career ladder program. This part of the plan should include the 
following components. 
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76 A 

1.1 The local school system's instructional priorities 

1.2 Ihe goals and priorities for professional personnel 

1.3 How the school system will manage the career ladder program. 
This section of the plan must address: 

a. Joint efforts with other school systems, if any. 

b. Responsibility for the program within the local 
system's organizational structure. 

c. Role or the local school superintendent. 

d. Role and various definitions of supervisor for the 
operation of the career ladder program. 

e. Role of the local school system's personnel section, 
if any. 

f. Role of the instructional section within the local 
system, if any. 

1.4 The extra duties the local system needs professional personnel 
to perform to meet the instructional priorities or purposes of 
the career ladder program. 

1.5 Establishing the Career Ladder Review Team(s). This section of 
Part I of the plan shall address: 

a. Composition of the career ladder review team or teams. 
This should include methods for replaci ig members no longer 
able to serve. 

b. Specify duties and responsibilities of the team or teams. 

c. Specify duties and responsibilities of individual team members. 

d. Designate duties and relationships of multiple teams within a 
school system if applicable. 

e. Detail the proposed methods for training and orienting team(s) 
members. 

Part II. Determine Operational Methods for the 
Professional Career Ladder Program 

2.1 Detail methods for assessing Individual teacher productivity. These 
methods shall include, at a minimum, consideration of: 

a. Instructional goals and priorities of the local school system. 

b. Results of the state evaluation system. 
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c. Purposes of the Career Ladder Program as enacted 
by the Georgia General Assembly. 

d. Results of other data and priorities of the system 
and the community. 

2.2 Specify the methods for assessing teacher performance. These 
methods shall include at least: 

a. Detailing how student outcome and performance on the 
statewide testing program will be used. 

b. Specifying the relationship to system instructional 
priorities. 

2.3 Detail the methods for establishing the professional 
(growth) development plan. 

2.4 Enumerate the method or methods the system will use in 
establishing professional service. 

a. Relate professional service to staffing priorities. 

b. Relate to extra duties needed by the system. 

2.5 Explain the methods the local school system will employ for 
the receipt, review and approval of teacher applications to 
participate in the career ladder program. This methods shall 
include— 

a. Regular applications 

b. Transition period applications 

c. Individual development options. 

2.6 Specify the local appeal process. 
Part III. Evaluation and Reporting 

The evaluation and reporting system for the local career ladder program shall 
include at least the following: 

3.1 Detail the niethod or methods for the evaluation 
of the individual participant's program. 

3.2 Specify the way the local system will determine the 
impact the career ladder program will have had on the: 

a. performance of scudents 

instructional priorities of the system 
c. purposes of the statewide career ladder program 

3.3 Detail the methods the school systen will employ to report 
findings of the career ladder program annually to— 

a. StatG Board of Education 

b. Staff of local school system 

C. General public of local school svstem. 
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APPENDIX D 



8ECCM«ffi®ATl0NS_0F THI CAiim UDOO TASK FORCE 

Mfomm lY THI cioRcu boaks o? DuatioN 

OF UUTED FWVISIONS OF THI OXm PWCIUMS 

June 1986 



Dtfinitioo 

«W4-K^ C«o'|l« (Urwr Udd«r prograa is « carMr d«v«IopMnt proiru 
vhlch jrovid,. opportuniti,. for .duaition profw.ioMl. tT.dvJnc! In 
^JlilJirJ tMchlnt, ••rvlM. and iMd.r.hip .^1 to roe.ly. .dditiotul 

•cadMle and prof«sslon«l iMdorshlp. and profwaional dovolo^t. 
Ovorall Purposo of Car««r Udd«r Profraa 

• to attract and rotaln eoapatant taaehara la tha elaaarooa 

- to aotivata high Uval parfocaanea In aaalgnad profaaalonal adueatlon 
roiaa 

" r«co|aita and r award auparlor parfotsanea la aaalgnad rolaa 
" to proaot» eontlouiad profaaalonal davalopaaat 



• tft provide opporttmltlaa for adueatlon profaaalonala to axparlanea 
viirlad raapenalbllltlaa and ahara In tte laadarahlp of iinrovlnt 
liiattMCtlon vlthln thalr raapaetlva aeheela and ayataM and tha atata 

Poaltlons Illglbla for Saeh Caraar Prograa* 

• Taachara—lndWldttala Mho taaeh at laaat half-tl«a. 

" Inteructlonal Uaa«ra--ayataa tuparlntoadant, ayatwifida poaltion 
raaponalbla for Instruction (aaaeciata or aaaiatant suparintandant or 
currlcul* dlractoz), all cantral ayatas ataff who ara aaalgnad 
Inatructlonal dutlaa for ft laaat half tlaa. acbool prlnclpala, and 
Malatmt priacipaU who ara aaalgnad Inatructional dutlaa for at 
laaat hall tlaa. 

" Nott-taachlng Cartlf leatad Paraonnal- -all cartif icatad paraonnal who 
ara not aliglbla for tha othar two caraar pto%tmkm, includlni xanaral 
•dsinlatratora. * 

* A paraon aay partlclpata in only ona caraar progra* ot a tlaa. 
Parforunea Ivaluatlen Lavala 
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1. UnaccaptabXa Parforaanca— doaa not saat raouir«aant4 for tha 
position. 

2. Satiafactory Parfenanea— aaata raquiraaaata for tha poaltion. 
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3. Abovfr«quirtd P*r£orm»nc«--frtqu«ntly «xct«ds r«quirta«nt« for th* 
position. 

4. Superior P«rforB*nc«--con«i«t«ntiy uicMds r«quirtMnts fc- th« 
position. 

Th« Carwr Udd«r 7««k Forct racoBsnds th« St«t« Board of Education adopt 
a singla avaluation systaa to b« utili«ad statavida in caraar laddar 
avaluationa. Thia avaluation ayataa for taachara auat includa ttudant 
outcoMS atraad to by tha raapactiva tuparviaor and taachar. Tha suanativa 
avaluationa should b« conductad by trainad suparviaora only, i.a.. thoaa 
avaluationa usad to datar«ina ovarall annual parfonunca laval. Hovavar, 
local syataM should ba ancouragad to involva paars in assassaants dasisnad 
solaly to halp an indiv^.^ual to iaprova parforaanca (foraativa). 

Thraa-Ysar Profassional Davalopaant Plan 

Cooponants Indudad: 

" 10 quartar cradit hours or its aquivalant of profassional/acadamic 
davalopiaant ralatad to currant position. 

■ Personal and profassional naads and goals ralatsd to currant position.* 

■ «cada«ic and profassional Isadarship activitias and rasponsibilitias.* 

Whan Davalopad: 

" pl«n« ara davalopad during first four aonths of tha thraa-year 
raviav pariod. 

* Thasa coaponants may naad to ba amndad annually; and tha oth«r 
coaponant aay naad to b« aaendad as appropriata, i.a., changa in 
assignaant. 



Annual Raviaw: 



- prograss raviavad annually by suparvisor as part of annual parformanca 
avaluation. 



Coaplation: 



" •II objactivas and goals to ba succassfully coi^latad prior to 3-ya«r 
raviav by tha school systaa Caraar Raviaw Taaa. 

Acadaaic and Profassional Laadarship Rolas 

- Activitias: profassional activitias voluntarily salactsd by tha 
individual froa a list approvad by tha Stata Board vith provisions for 
local systaas to add othar ralatad activitias, such, as t assisting 
p«ars, aaabarship on school or systaa profassional coMittaas, 
profassional racruitMnt, and raprasanting tha local systM at 
profassional confarancas^ 
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- RMpOMibllitltt: profMfional dutitg csiign^d by «up«rviaor froa a 
Hit app?cvtd by tarn St&tt oOifd with provisions for local iysttas to 
idd othtr rtUtod dutitt, such ast assistins paars; providint Itadar* 
ship to a systaa or school profassional cooBittaa; Mabarship on 

a suta, rational, or. national profassional coanittaa; assignad 
instructional Icadarship rola; staff rola in a profassional davalop- 
Mnt prograa; assisting tha systaa in rasaarch, davalopaant, snd 
disssBination; participating in tha planning or dalivary of profas** 
slonal eonfarancas; holding laadarship position on a profassional 
association or board; or participating in a school/cowunity ralations 
pro|raa« 

Group Productivity 

- Bagins 1989-90 • 

- Avardad annually to parsonnal of a school upon avidanca of a aajority 
of studants azcaeding thsir aspactad outcoaa^. 

- Avardad annually to systaavida parsonnal upon avidanca of a majority 
of schools and studants axcaading thair axpactad outcoMS* 

- Sharad squally by all cartificatad parsonnal at tha raspactiva laval 
(systaa laval or school laval vhc r^caivad a satisfy .ttory or 
highar annual parfomanca avaluation for tha pracading yaar). 

Individual Productivity 

- Instructional Laadars**tha saaa studant outcoM assassaants appliad to 
systMs and schools for group productivity vill ba appliad to 
instructional laadars for tNair annual caraar program avaluations. 

* Taachars* -Caraar Laddar Task forca racoiMmds continuad davalopmant of 
instrumants and procassas to assass studant outcoMS in ralation to 
tha individual taachar. Thasa aasassaants shall ba ona of tha 
multipla criteria agraad to by tha taachar and suparvisor as an 
avaluation of claasroom productivity, and may induda such parformanca 
as studant achiavamant seoras on standardisad tasts, classroom 
bahavior, classroom attituda, attandanca and study skills; hovavar» 
such assassmants must induda appropriata statavida assassmants that 
ara avai labia. 

Langth of Caraar Laddar Avards 

- An individual must damonstrata sustainad outstanding parformanca ovar 
thraa yaars in ordar to racaiva a Caraar Laddar SupplasMnt, and such 
avarda shall ba fcr a pariod of thraa yaars « 

- So long as an individual parforma at a satisfactory or highar laval 
aach yaar, tha individual vill racaiva an appropriata markat*sansitiva 
supplamant in monthly installmants for tha an suing thraa yaars. Tha 



ERIC 



89 



81 



Task Tore* r«eo«Mnds that that* aarkat'sansitiva supplaaantt ba batad 
upon 12/12tht of tha sarkat coq>arabla talariaa. Tha raquiraaant for 
profiiileMl dsvalopsftnt and aeadesie and prefsssionsl lsids?ihip will 
axtand throughout a calandar yaar. Only an unaatlafa'^.tory annual 
parforaanca avaluation would raault in tha individual baing rttumad 
to tha Profaaaional Laval. 

Ensuing Evaluations Aftar Having Xaeaivad a Caraar Laddar Award 

" Tha Caraar Laddar Task Forca racoanands that tha Stata Board adopt and 
dissaainata to local school systau guidalinas for handling casas in 
which an individual's parfonaanca during a thraa-yaar assassMnt 
pariod falls balov tha azpactad laval for •aint/>ining tha currantly 
awardad Caraar Laval. In no inatanca should an individual whosa 
annual parfozaanca avaluations wara satisfactory or highar ba lowarad 
■ora than ona laval on tha caraar laddar at tha and of tha thraa-yaar 
assassaant pa?io4. Tha Stata Board should also provida for a "quick 
racovary" for thos* individuals vhosa parforaanca during tha ansuing 
yaar or two ratumad to tha foraar laval» or avan highar, baing 
rastorad to thair foraar caraar laval without having to vait a full 
thraa yaara for such a racovar.f. In suaaary, SUta Board guidttlinas 
should allow for an occasional yaar in which parforaanca is sooawhat 
lowar than othar yaara— but still is at laast satisfactory. Thus, 
such a yaar should raault in littla or no pana7.ty. 

Transfar froa ona Caraar Prograa to Anothar 

" So long as tha individual continuat to parfora at a satisfactory or 
highar lavel. tha individual will racaiva tha appropriata carta? laval 
supplaaants for a total of thraa yasrs. 

' Howavar, tha parson will ba aasigad to tha new caraar laddar at one 
laval lowar. For auapla, a Caraar Laval II taacbar accapts a 
counsaling position. That individual shall ba awardad a Caraar Uval 
I in Counsaling but shall racaiva tha supplaaant for Caraar Laval II 
for tha balanca of tha originally awardad thraa*yaar pariod. 

" Onca tha original thraa' yaar award has baan axhaustad. tha supplMtant 
will ba raduead to currant ly ass ignad laval and shall ba continuad 
until thraa yaara of assassaant data are available to datacaina tha 
appropriata award for tha ansuing thraa yaara. 

Local Caraar Xaviaw Taaa 



" Appointed by tha local board or a consotriua of two or aort local 
boards of saall school systaas, on a staggered basis 

* Coa^sitiont 

1 non*edueator frvn businass/profassional coaaunity 
— 1 central office adainistrator 

1 Caraar III teacher 

2 building adainistrators 

" 1 non*taaching certificated aaployaa 

3 teachers 
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(By tht second y^r of lapl«Miit«tlon of tht proiraa* all otab^irs of 
tht CarMr Rtvitw T«ui, txctpt tht lay citlttn, shall ba on thair 
raapactiva caraar prograa.) 

* Training t 

All Mabara suat coaplata caraar raviav training by tha Gaorgia 
Education Laadarahip Acadaaiy or daaignaa, prior to conductinj 
official buainaaa, including raviav of applicationa or conducting 
intarviava of applicanta. 

* RacoMandationa: 

Tha Caraar Raviav Taaat*a raeoMandationa advanctMnt - 
ratantion - or ratum to a lovar laval ahall ba aubaittad to 
tha local achool auparintandant, vho ahall subsit such racon* 
aandationa to tha local achool board. Tha suparintandant may 
racooaand and/or tha local board uy adopt a lovar caraar laval for 
an individual, but navar a highar caraar laval, and auat aubait a 
vrittan Justification fo? tha changa to thm Caraar Raviav Taaa. 

Appeal Proca«a 

- Tha caraar prograa auat hava an appaal prceaaa vhich vill addraa» tha 
following typ#a of appaalat 

An appMl to raaolva conflicta ralatad to annual avaluationa. 
An appaal to raaolva conflicta vhich raault frc« racoaMndationa 
aada by tha local ayataa Caraar Raviav Taaa and/or tha anauing 
actions of tha ayataa auparint.andant and local achool board 
ragarding thaaa raeoaaandationa. 

Tha Stata Board auat adopt a procaaa or procaaaaa vhich anaur^ a 
parcaption that auch appaala ara handlad in an objactiva, falT, 
ijBpartial and aspaditious aannar* 

Tranaition ?ariod 

* Baginning in 1989*90 * All cartif ic^tad paraonnal vith 3 yaara of 
auccaaaful axparianca in currant daaaification vill ba placad at tha 
Profaaaional Laval. 

* During 1991*92 Only - All taachara vith IS or aora yaara axparianca 
and all othar cartif icatad paraonnal vith 12 or aora yaara of 
axparianca in thair raapactiva araa ara aligibla to apply for Caraar 
Lavala 11 or III. Such averda ahall ba baaad upon aaating all 
appropriata critaria axcapt for tha critarion of holding tha naxt 
lovar laval for thraa pracading yaara. 

* During 1992*93 Only - All taachara vith t or aora yaara axparianca and 
all othar cart if icatad paraonnal vith 5 or aora yaara axparianca in 
thair raapactiva araa ara aligibla to apply for Caraar laval 11* Such 
avarda ahall ba baaad upon aaating all appropriata critaria, axcapt 
for tha critarion of holding Caraar^Laval I for thraa pracading yaara. 



CAREER LEVElo FOR TEACHERS 



Levels 



l%tm of 

Ap|K>illtMllt 



£Ugibiilty/a«tentlon 



Rol«s and 
Responii i bi 1 i t ios 



Professional 
Options 



Ferforaicnca 
SupplesMnts 



Probationary 
(Mandatory) 



Frofaaaiocial 
(Mandatory) 



3 yaara 
Non^ranavabla 



Hay rMMiin 
at this Uv«l 



Cara^r I 

(Voluntary) 



3 yaars 
■•nawabia 
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*Hold a valid (^aorgia taach- 
int cartificata in tha 
taaching fiald. 

*Pasa Taachar Cartif ication 
Taat by and of first yasr. 

casaful ^^latioa 
of Probationary laval. 

*Hold • valid (Zaorgia 
tMching cartificata. 

*Paas TMclMir Cart if i* 
cation TMt and Taachar 
AasaasMfit Instruttant. 



*llol4 • valid CmotgU 
taaching cartificata. 

*Succaaaful covplation 
of 2 yaara on Profas- 
aional laval. 

*lvtdanca that claaarocw 
parforaanca axcaada 
raquiraMnta for tha 
poaition for aach of 3 
Mat racant yaara. 

*Evidanca of axa«plary 
acadattic and profaaaional 
laadarahip in at laaat ona 
activity in aach of tha 3 
■oat racant yaara. 

*(kMH>latad 10 quartar cradit 
houra or ita aquivalant of 
profaaaional/acadaaic daval- 
opsMnt ralatad to currant 
position during 3 mat 
rac^ts^nt yaara. 

^Sulait foroal daclaration 
of intantion to apply for 
thia Caraar La^sl and apply. 



Regular duties of 
classrooa taachar 



Regular duties of 
claasrooA taachar 



^Sagular duties of 
claaarooai taachar 

^Coaf^late a 3-yaar 
profaaaional davel- 
opa»nt plan. 

^Perfone acadeaiic 
and profaaaional 
laadership rolea. 



Advanca to Profes- 
sional Laval or 
terminate 



Continua at Profaa- 
aional Laval or 
advanca to Caraar 
Uval I 



Advanca to Career 
Level II) continua 
on Career Level I 

or return to Pro* 
feaaional L^ival 



$0 



$0 



$3,000* 
*(adjuat 
annually 
to roMin 
Mrkat-- 
aansitive) 



00 
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CAREER LEVELS FOR T£ACH£RS 



l%Km of Role* snd Profassional PerforMnc« 

Uvels AppointMiit Eligibility/Retention Responsibilities Options Supplements 



* Interviewed by the school 
systesB Csroer Review Teea. 

*RecoflMnded by Cereer Review 
Teesi for continuation on 
Level or edvencoMnt. 



Cereer II 

(Voluntary) 



3 years 
Renewable 



Career III 

(Voliwitary) 



3 yeara 
Renewable 
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*SasM requiresMita aa for 
Career I» except for the 
following differenceat 

*Succeaaful coapletlon of 3 
yeara on Career I* 

^Evidence of superior claas- 
roosi T^rfonsance for at 
loaat 2 of 3 Mat recent 
yeara and above -required 
perfonsance for the third 
year. 

*IBvidence of exeaiplary 
academic and profeeaional 
leaderahip in at least one 
reaponaibility in each of 
the 3 Mat recent yeara as 
well aa one activity each 
year. 

^Sum requiroMnta aa for 
Career II » except for the 
following differenceat 

*Succeaaful cos^pletion of 3 
years on Career Level II « 

^Evidence of auperior class*- 
rooM perfonsance for each 
of the 3 Mat recent yaara* 

^Evidence > auperior 
academic ^d proft^safonal 
leaderahip in at least ore 
activity and two reaponai- 
bilitiea for each of the 
3 Mat recent years* 



SaM rolea and 
reapona i bi 1 1 1 iea 
aa Career 
Uvel I 



Advance to Career 
Level Illi continue 
on Career Level 
11; return to Career 
Level I or Profes* 
sionsl Level 



$6,000* 



00 



SaM rolea and 
reaponaibilities 
ae Career 
Uvel II 



Continue at Career 
Ills return to Pro-* 
feaaional Level or 
Career Level I or II 



$9»000* 
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CAREER LEVELS FOR NON-TEACHIMC CERTIFICATED PERSONNEL 



Levels 



l%rm of 
AppointMnt 



Probationary 
(Mandatory) 



Profaaaional 

(Nandatory) 



Nay raMin 
at thia Uval 



Caraar 1 

(Voluntary) 



3 yaara 
Ranawabla 
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Eligibility/Ra^antion 



Rolas and 
ResponsiLilitlaa 



Profaasional 
Opt ions 



3 yaara 

Non-ranawabla 



*HoId a valid Gaorgia car* 

tificata appropriate for 

tha position* 
*Pass Taachar Cartifica* 

tion last by and of firs^ 

yaar. 

*Pass Asaaaaaant (if appliaa). 

*Hold a valid cartificata 
appropriate to the 
position. 

^Successful coaiplatlon 
of probationary 
period. 

*Paaa appropriate certi- 
fication test and any 
asaessMAta cthich apply. 



Regular duties for 

the position 



Advance to Profes- 
sional Laval or 
terminate 



Perforeanca 
SuppieMents 



$0 



Regular duties for 

the position 



Advance to Career 
Level I or continue 
at Professional 
Uval 



♦0 



00 



*llold a valid certificate 
appropriate to the 
poaition. 

^Successful caapletion 
of 2 yeara on Profaa- 
aional level. 

^Evidence that performance 
exceeda requiraMnts for 
aasigned dutiea for each 
of 3 aoat recent yeara. 

^Evidence of exesfilary 
professional leadership in 
at least one activity in 
each of the 3 aost recant 
recent years. 

*Coaipleted 10 quarter credit 
houra or ita equivalent of 
profasaional/acadatttc davel* 
opMnt related to current 
position during 3 mmt 
recent yeara* 



*Regul«r duties for 
the position. 

*Cosaplete a 3-year 
professional devel- 
opment plan. 

*Perfona profaaaional 
leadarahip roles. 



Advance to Career 
Level lit continue 
at Career Level I 
or return to Profea- 
aional Level 



$3*000* 
*(adju8t 

annually 

to remain 

market- 

oenaitive) 
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CtAEEM LEVELS FOR KON'TEACHING CERTIFICATED 


PERSONNEL 






Tom of 




Rolaa and 


Profaaaional 


Performanca 




Appo&ntMnt 


Eligibi 1 i ty/ Katant ion 


Raaponaibilitiaa 


Optiona 


SuppleMntf9 






"Sunait lorMl Mclaration 












of intantion to apply for 












thia Caraar Laval and apply. 












*Into^viavad by tha achool 












ayatatt Caraar Raviav Taaa* 












"RacoMMndao by Caraar Ravian 












Taaai for continuation or 












advancaamit* 








Cmtmmt II 


3 yaars 


*Saaa raquiraaanta aa for 


Saaa rolaa and 


Advanca to Caraar 


$6,000* 


(Voluntary) 


Kanawabla 


Caraar I» axcapt for tha 


and raaponaibMi- 


Laval Ills continua 






following 4iffarancaat 


tiaa aa Caraai 


on Cac-aar Laval 








"Succaaaful coaiplation of 3 


Laval I 


III return to Caraar 








yaara on Caraar I* 




Ldval I or Profaa- 








*lvidanca of auparior par- 




aional Laval 


00 






foraianca of aaaignad dutiaa 












lor at laaat / oi j wiat 












racant yaara ana aaova- 












raquirad porfocaanca for 












tha third yoar. 












*Bvidanca of axaaiplary 












profaaaional laadarahip In 












at laaat ona raaponaibillty 












in aach of t^ 3 aoat racant 












yaara aa uall aa ona activity 










aach yoar. 








Cmtmmt III 


3 yaars 


*SaflM raquiraaanta aa for 


SaM rolaa and 


Continua at Caraar 


$9,000* 


(Voluntary) 


tanawabla 


Caraar II » axcapt for tha 


and raaponaibili- 


III) raturn to Pro- 






following diffarancaai 


tiaa aa Caraar 


faaaional Laval or 








^Succaaaful coaiplation of 3 


Laval II 


Caraar Laval I or II 








yaara on Caraar Laval II* 












*Bvidanca of auparior par* 












fonaanca of aaaignad dutiaa 












for aach of tha 3 a»at racant 










yaara • 












*Ividanca of auparior profaa- 












aional laadarahip in at 










laaat ona activity and two 










raaponaibilitiaa for Mch of 








o 




this 3 Mat racant yaara* 
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CAREER LEVELS fOR INSTRUCTIONAL LEADERS 



Ltvals 



ProfttssioffMil 
(Nandatory) 



Imtm of 

AppointMiit 



May raMin 
at this iaval 



Caraar I 

( Voluntary) 



3 yaara 
Raaawabla 



Eligibility/Ratantion 



*liold a valid Gaorgia taach- 

ing ^artif icata appropriata 

Cor tha poaition. 
*Paaa tha appropriata carti-* 

fication taat. 
*Racaivad aatiafactory annual 

avaluationa» 

*Bold a valfld Gaorgia taach*- 

ing cartificata. 
*S«iccaaaful co«plation of 2 

yaara on Profaaaional 

Uval* 

*l¥idanca that parforaanca 
axcaada raqulraMata for tha 
currant poaitioa for aach 
of tha 3 Moat racant yaara. 

*Coa«>latad 10 ^rtar cradit 
hours or ita aquivalant of 
profasaional/acadattic daval* 
opMnt ralatad to currant 
poaition during 3 aioat 
racant yaare. 

*Studant outcoMa for ayatatt/ 
school raspactiva to aaaignad 
poaition hava aat axpacta** 
tions for 2 of 3 noat racant 
yaara. 

*Subaiit formal daclaration 
of intantion to apply for 
this Caraar Laval and apply. 

*Intarviatiad by tha achool 
syataA Caraar Raviav Taan. 



Rolaa and 
Rasponsibilitias 



Ragular dutias 
appropriata to 
tha position 



*Ragular dutiaa 
appropriata to tha 

poaition. 
*Coaplata a 3-yaar 
profasaional 
davalopaant plan. 



Profasaional 
Options 



Continua at Profaa- 
aional Laval or 
advanca to Caraar 
Uval I 



Advanca to Caraar 
Laval III continua 
on Caraar Laval I 
or raturn to Pro- 
fasaional Laval 



Perforsianca 

SuppleMnts 



$0 



$3,000* 
*(adjuat 
annually 
to roMin 
ttarkat- 
aanaltiva) 



00 
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CAREER LEVELS FOR INSTRUCTIOHA L L2ADRRS 



Lttvala 



Imrm of 
AppointMnt 



Elisibility/ll«tmtion 



Roi«0 and 
RMponsibilitUs 



Professional 
Options 



Performanca 
Supplaawnta 



CarMr II 
(Voluntary) 



3 yaara 
RaiMiwabla 



CarMr III 
(Voluntary) 



3 yaara 
Ran«iiabia 



*SaM raquiraaanta mm for 
Caraar I» axcapt for tha 
followi^t diffarancaat 

*Succaaaful coaplation of 3 
yaara on Caraar !• 

*ividanca of auparior par- 
foiMttca of aaai|nad dutiaa 
for at Iciaat 2 of 3 noat 
racaat yaara and abova- 
raqulrad parfonaanca for 
tha third yaar. 

*Studant outccMa for ayataW 
acbool raapactiva to aaaignad 
poaition hava oat axpacta** 
tiona for 3 Boat racant yaara. 



rolas and 
raaponaibllitiaa 
aa Caraar 
Uval I 



*SaM raquiraaanta aa for 
Caraar II » axcapt for tha 
follouini diffarancaat 

*Succaaaful coa|>lation of 3 
yaara on Caraar Laval II. 

*Svidanca of auparior par-* 
formanca of aaaignad dutiaa 
for aach of^tha 3 ooat 
racant yaara. 



Sana rolaa and 
raaponaibllitiaa 
aa Caraar 
Laval 11 



AdvJiinca to Caraar 
liaval III; continua 
on Caraar Laval 
II) raturn to Caraar 
Laval I or Profaa* 
aional Laval 



Continua at Caraar 
Ills raturn to Pro* 
faaaional Laval or 
Caraar Laval I or II 



$6,000* 



00 
00 



$9,000* 
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